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APPENDIX L — EXTRA HELP AND INTERMITTENT SEE ATTACHED

WORKERS

SIDE LETTER ATTACHED TO APPENDIX L SEE ATTACHED
Side Letter Regarding Classification and Staffing Reject Co. Proposal
(Including Vacancies) No Change - CCL
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THE RIGHT TO MODIFY AND/OR AMEND IT'S PROPOSALS.



Master Table Union Counter PACKAGE
Proposal —6/23/23

Section 3.2 - Union Deductions - Union proposes CCL

a) Condition of Employment
All workers in the unit(s) who have authorized Union dues in effect on the
effective date of this Agreement shall have such deduction continued and shall
be made only upon signed authorization from the worker only after the Union
certifies to the County a list of workers who have authorized such deduction(s).
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Section 3.4 - Union Notices and Activities [Union Not in Agreement - Holding to
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Section 3.7 — New Worker Orientation - Modified
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date(s), ima(s). and location(s) of the Union orientations. If there are conflicts with dates, .-

timas, and/or locations of such orientations, the Union and the Caunty shall work together
to rectify those issues. The County shall secure a room and sufficient tables and chairs.

The thirty (30) minutes provided to the Union al orientalion sessions scheduled at SCVH,

SSA, or any other County department constitute a Union orientation session satisfying
the requirements of this section, and employees attending those sessions are not entitled

to attend an additional Union orientation during their scheduled, County-paid work time,,

Sueh_The Union orientation shall be conducted by representatives desianated by the

Union. Union representatives attending new hire arientations at SCVH-and 88A shall be

allowed thirty (30) minutes atthe—begiaring—of_during the orientation to make a
presenlation and answer questions sf-from workers in classifications represented by their
organization_the Union. County representatives shall not be present during the Union
portion of the orientation. The-Unien-may-present-packststorepresentad-workers—at
orientation—such—packets—being—subj i the—GCounty—The County or
Department, where appropriate, will notify the Union ten (10) business days in advance
of such County new-worker orientation sessions and to the extent available, shall include

a list of pew workers in SEIU-represented classifications ermpleyees scheduled to attend.
RMM&MM' AU SEsEIOn-ORce-per guarierat- ena--(}oum‘g_
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eaeséinated—betwamihe%en—and&he—@amﬂ If an emo!ovee was ungbte to atiend a
Union orientation within the first thirty (30) calendar days of hire. they shall be allowed to
attend a regularly scheduled Union orientation session that occurs within 120-days of
their hire date: All-new-werkers-shall-be-scheduled-and-entitled-to-attend-a ncw hire
orleatation-orDepariment-orientationwherathey-ara-heldin-place-efnew-hire-orientation-

With the exceplion of orientations at and for SCVH and SSA, the County shall schedule
no more than fifty (50) employees fo attend each Union orientation. The Parties will
schadule mulliple sessions if needed and shall coordinate such dates, limes, and
locations.

Employees shall be paid for theietravel-time-and the actual attendance time, up to thify ..

{(30) minutes, to attend one Union orientation. Emplovees shall be paid for travel time, if
the travel time and orientation session takes place during their scheduled work tima. Time
spent traveling to a Union orientation session that is_held at the beginning of an

emplovee's shift is not compensable. Time spent traveling from a Union orientation
session to the emolovee's home at the end of their scheduled shift is not compensable.

Aeslicablo said iraveltimo—is-in-sddition-to—the—paid—time-—foratlendina-tha-Yaloa .-

prientation:

The number of stewards/leaders reprasentatives released for the orientation shall be
based on the number of new workers in SE|U-represented classifications workers at each
orientation as follows:

1 -2550Workers  -Up 6 2% Representatives Released
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51-75 Workers - 3 Representatives Released

76 or more Workers - 4 Representatives Released

The County shall provide the Union a malleable eiectronic file containing the name. job
litle, depariment. work location, home and cell phone numbers, home address, and
personal and work email addrasses thaf the County has on record within the C
Human Resources Information System of newly hired employee within 555

Ii the parties mutuzllv agree the County and the Union will meet fo discuss issues of

questicns refated to this section and attempl 1o reach 2 common understanding.

Section 3.8 Third Party Requests - [Agree to 4/14/23 County Proposal - TA]
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Master Table Union Counter PACKAGE

Proposal -6/23/23

Section 6.1 — Initial and Subsequent Probationary Periods

a)

b)

ARTICLE 6 — PERSONNEL ACTION

Each new worker shall serve a probationary period of nineteen (19) complete
pay periods unless otherwise indicated in the appendices when it shall be
twenty-five (25) complete pay periods or 12 months as denoted. Workers who have
attained permanent status in a classification and have been appointed to a new
classification by appointment from an eligible list or by means of transfer shall serve a
subsequent probationary period of 6 months, as outlined in County ordinance, Section
A25-191, which shall be counted as thirteen (13) complete pay periods, unless
otherwise noted in the appendices. An incomplete pay period served on initial or
subsequent probationary appointment shall not be counted as complete pay periods.
Upon successful completion of the probationary period, the worker shall be deemed a
permanent worker in the classification for which they served the probationary period. A
leave of absence without pay shall not be credited toward completion of the worker's
probationary period. The parties agree that probationary workers in a classification
covered by this Agreement shall have all rights in this Agreement, unless otherwise
specified, including full and complete access to the grievance procedure set forth in this
Agreement. Consistent with County Charter Section 704(e), probationary workers
serving an initial probationary period may not appeal to the Personnel Board,
suspensions, demotions, or dismissals. Consistent with 19.1 (b) (2) of this Agreement,
probationary workers may not grieve probationary release.

Classified probationary workers and unclassified workers who have not
completed a period equal to the probationary period for a comparable classified
position shall have the right to request and receive Department/Agency
administrative review of disciplinary action taken during the applicable
probationary period. Such review must be requested in writing within ten (10)
working days of the disciplinary action or it is waived. The department/agency
head, or his/her designated representative, shall hear and make a decision in
writing which he/she shall issue within sixty (60) business days. The sixty (60)
business day period shall not commence until all investigations, administrative
proceedings, and litigation related to the worker's employment, as well as
discussions between the County and Union about potential resolutions, have
concluded. Failure by the County to comply with the sixty (60) business day
period shall not result in or serve as a basis for the County being required to
reinstate the worker.

Notice of disciplinary action must be served on the worker in person or by
certified mail prior to the disciplinary action becoming effective. Notice shall be
included in worker's personnel file and a copy sent to the Union and designated



d)

Chief Steward, and shall include:

1. Statement of the nature of the disciplinary action.

2. Effective date of the action.

3; Statement of the cause thereof.

4. Statement in ordinary and concise language of the act or omissions

upon which the causes are based.

B, Statement advising the worker of the right to an administrative review of
such action and the right to Union representation.

Such worker shall be given five (5) days’ notice of discharge, or demotion, or five
(5) days pay, except where circumstances require immediate action.

A worker serving a new probation in the classified service, who transferred from
the same classification in the unclassified service and had grievance rights
pursuant to Section 6.7, shall retain those rights while serving in the new
probation period in the classified service.

A worker with underlying permanent status, who is serving a subsequent
probationary period, and who is released during the probationary period, shall
retain the right to appeal such release to the Personnel Board and the right to
return to his/her former class in accordance with Section 6.10. Such worker shall
receive a ten (10) working day notice of release except where circumstances
require immediate action.

Section 6.2 — Administrative Investigation

a)

Employee’s Rights During Administrative Investigation:

Upon request, an employee has a right to have a representative present at an
investigatory meeting with the employer where it is reasonably likely that
disciplinary action against that worker may result.

A worker has the right to know the purpose of a meeting with a supervisor,
manager and/or_investigator. If asked, the supervisor, manager and/or
investigator must reveal any intent to conduct an investigatory meeting that might
lead to discipline of the worker asking, and give that worker sufficient time to
secure representation for such meeting. The worker may not unreasonably
postpone the meeting to schedule a particular representative but may have to
accept the presence of the steward, or union worksite organizer or other
representative who can be available within a reasonable period of time.

Regarding any investigatory meeting with a worker that may lead to discipline of
that worker, the County shall permit a steward, worksite organizer, or
representative to be present to assist during such meeting. The representative

2



and worker may confer during breaks, which the investigator shall not
unreasonably deny.

Requesting and securing representation is the responsibility of the worker.
Supervisors,/Managers /_or Investigators shall not be involved in the selection
of a steward, union worksite organizer or other representative.

The County shall-complete all investigations within fifteen sixty (60) werking
calendar days of County knowledge of the occurrence or the incident.
Investigations shall be held in abevance only during the time a worker is on a
leave.

b) Employee Rights During Internal Affairs Investigations:

1. Internal Affairs (IA) will include in its administrative admonishment to a
non- peace officer employee who is the subject of the investigation the
following, if applicable:

e The interview will be recorded and the employee will have the right to
bring his/her own recording device.

e The employee will have access to the audio recording of his/her
interview if any disciplinary action is contemplated or prior to any
further questioning at a subsequent time.

2. When IA is directing the witness not to discuss the investigation directly
or indirectly with any other person, the administrative admonishment will
include the following:

+ After the witness has been interviewed and IA has concluded its
interview of the witness, the witness may speak to the representative
of the employee who is the subject of the investigation.

3. The County shall complete all investigations within sixty (60) calendar days

of County knowledge of the occurrence or the incident. Investigations shall be

held in abeyance only during the time a worker is on a leave.

C. Authority of Investigator

The County may authorize a supervisor, manager and/or investigator to conduct internal
investigations. This section is not a waiver of any representation rights to which the worker is
legally entitled.

Section 6.3 — Philosophy on Discipline_- Union moves to CCL

The intent of progressive discipline is to be corrective in nature and allows for a worker
to correct behavior. Ordinarily, the County will use progressive discipline in correcting
the behavior of a worker. However, the circumstances of each case dictate the
appropriate progressive disciplinary response and the County reserves the right to skip
one or all levels of progressive discipline in appropriate circumstances. The County and
the Union agree that the level of discipline recommended for any instance of discipline

3



should take into account the nature and seriousness of the offense as well as the
employee’s record.

Coaching, mentoring, verbal counseling or written counseling will identify the
expectations of worker, or identify the issue to be corrected, and give guidance on how
to correct the issue and provide for a reasonable period for the worker to make the
correction. Coaching and mentoring through the progressive discipline philosophy are
not considered discipline nor are they grievable.

Job expectations and/or objectives will be provided to probationary workers. Work
performance and behaviors will be evaluated during a worker’s probationary period.

Philosophy on discipline shall be excluded from consideration under the grievance
procedure outlined Section 19.1.

Section 6.11 — Performance Appraisal Program [Agree with 4/14/23 County
Proposal - TA]

Section 6.12 — Personnel Files TA to County Proposal 5/9/23

The County shall maintain a personnel file for each worker. The department may also
maintain a personnel file for each worker. Workers shall have the right to review both
of their personnel files or authorize review by their representative. No adverse material
will be inserted into the worker's personnel files without prior notice to the worker.
Workers may cause to be placed in their personnel files, responses to adverse material
inserted therein and a reasonable amount of correspondence originating from other
sources directly related to their job performance.

Notices of Recommended Disciplinary Actions including any attachments or
disciplinary actions overturned on appeal shall not be retained in a worker's personnel
file.

An unfavorable report shall be removed from the worker's personnel file at the end of two
(2) years except unfavorable reports involving charges as listed in A25-301(a)(4)
Brutality in the performance of duties and (b)(2) Guilty of immoral conduct or a criminal
act and provided no additional discipline has been issued during the intervening period.

Materials relating to suspensions which become final will be removed after three (3)
years if no other suspensions have occurred during the three (3) year period except
those involving charges as listed in A25-301(a)(4) Brutality in the performance of duties
and (b)(2) Guilty of immoral conduct or a criminal act.

Unfavorable reports or materials relating to suspensions may be removed from the
worker's personnel file earlier than the regular removal schedule through a mutually
agreed settlement.



Section 6.13 — Lateral Transfers Union moves to CCL — TA to MP 6-13-23

When making a lateral transfer or demotion to another class, an application review by
the Personnel Director shall be deemed an appropriate qualifying examination for
workers in instances where a qualifying examination is required. If otherwise qualified
under this provision and the only prohibition to lateral transfer is the salary of the new
class, it shall be deemed to be a lateral transfer if the move from one classification to
another does not exceed fifteen percent (15%) upward range movement.

If a worker was moved to a lower classification due to his/her prior class being
eliminated, abolished or a worker is laid off from his/her position and was placed on a
re-employment list, the transfer band shall be calculated step to step, e.g., step one of
the prior classification to step one of the new classification or step five of the prior
classification to step five of the new classification. When determining the difference
between classifications by using equivalent step to step, the actual step used to
calculate the transfer band shall be the step that provides the worker the most benefit.
Transfers under this provision may be made for a period of eight years from date of
movement to the lower classification.

Section 6.14 — Administrative Transfers — Union moves to CCL

Administrative transfers are based on the needs identified by the Department/Agency.
Absent a departmental agreement, seniority (based on days of accrued service) shall
be used when it is necessary to transfer a worker within the Department/Agency and
between two geographical locations. For the purpose of this section, geographical
locations is defined as two different street addresses. The transfer will be conducted
as follows:

1 Volunteers who hold a position in the same classification. If there is more
than one volunteer, they shall be selected in the order of most seniority
(based on days of accrued service absent a departmental agreement).

2. If there are no volunteers, the least senior worker will be assigned.
(Based on days of accrued service absent a departmental agreement).

Note: The County will notify the Union in a timely fashion of any planned
Administrative Transfers. Upon Union request, the County will meet to
determine the group of workers to be designated for the seniority
purposes of this section.

3. Transfers necessary to comply with provisions of the Americans with
Disabilities Act shall not be governed by this section.

4. Transfers necessary to comply with any other requirements of law as in
transfers necessitated by civil rights complaints shall not be governed by
this section. However should an investigation of a complaint to EOD or
complaints of other civil rights violations not be sustained, a transferred



worker will have the right to return to his/her former position and location.

Section 6.15 — Minimum Qualification Application - NO CHANGE CCL

continding-discussion]




Master Union Package Proposal — 6/23/23
6.13(a)- CCL
6.13 (b)-Lateral Transfer/Transfer Opportunities

A. On or before danuary—July 1, 2024, the County shall create a transfer
information system, which workers access on-line to indicate what jobs they
would like to transfer to including the criteria the opening must have in order
for the employee’s request to be considered for that position. Options offered
shall include:

Language

Agency/Department/Program

Worksite address

Shift

Full Time/Part Time

Whether telework or hybrid schedules are offered

e e o o o o

Workers needing assistance filling out the online form will be allowed to obtain
assistance from a union steward. County Human Resources staff will also be
made available to assist workers filling out the online form.

When there is a vacancy for classifications within SEIU 521 bargaining units
resulting from new positions authorized to the County, and vacancies resulting
from promotion, demotion, resignation, termination, or transfer, it will be posted
on County Intranet and the union will be notified of the vacancy. On the first
day that the job is posted or as soon as practicable thereafter, the county will
offer the position to the appropriate applicant who has filed a pre-bid pursuant to
the criteria_for selection found in the applicable Bargaining unit and/or
departmental agreement who has requested such a position.

For the purposes of this section, seniority shall be defined as date of hire in any
coded classified position within the county. For extra-help, seniority shall be
defined as days of accrued service in a qualifying classification.

In areas where departmental agreements exist that address transfers, lateral
transfers, job assignments, shift assignments, the following shall apply after the
processes of those departmental agreements have been met.

1. The job announcement will have supplemental questions that allow
the employee to choose transfer preferences such as but not [imited to:
e Language

e Agency/Department/Program
o Worksite address
e Shift




e Full Time/Part Time
o Telework including telework schedule

For the purposes of this Article, each unigue position shall be defined based on all
the criteria listed in section 1.

Workers who apply on the transfer list, only need to do so once per
calendar vear, unless they wish to change their transfer preference
selected pursuant to section A above, at any time.

For informational purposes only, an announcement of the vacant
position(s) under recruitment shall be made by the County while the
transfer list for the vacant position(s) is being generated. Open-
compelilive or promotional recruitments may be conducted concurrently
with transfer postings.

For positions which can be staffed with alternative job codes, a blended
transfer list of eligible job codes shall be created.

To be eligible to apply and remain on the transfer posting, a worker must:
1) meet the applicable employment standards; and 2) be probationary or

permanent.

To be removed from the transfer list, workers must submit a request
in writing to Human Resources.

Selection of filling the vacancy shall be as follows:

° Those who have stated interest under this section in order
of seniority.
° Extra help workers in the same classification who have

worked a minimum of 1040 hours.

Workers who transfer to another position in a different classification must
serve a new probationary period as required under County ordinance
section A25-175.

Workers who are offered a job via email to their personal email address
shall have three (3) business days in which to accept the position or it will
be offered to the next eligible employee. Workers who do not accept 2
offers for the same position in a calendar year will forfeit their eligibility to
be considered for a transfer to a position with those criteria for the next
six (6) months.

Workers who are away from work and will not have access to their email




for an extended period are responsible for making arrangements to have
their email forwarded to them or they may remove their request from
consideration for the period when they will not have access to email.







Master Table Union Counter Package Proposal -
6/23/23

ARTICLE 7 — PAY PRACTICES

Section 7.1 - Salaries and Payments

Effective-afterratification-bythe-Board-of Supervisers-{salar-ordinance-amendment
effective-the-first pay-peried-after-the second-reading-by-the-Board-of Supervisors)-all
salaries shallbeincreasad-by-thres-percent(3-0%and shallbe listed-in-the-appendices
attached-hereto-and-made-a-part-herasf:

Effective June 15, 20230, Pay Period 20/14, all salaries shall be increased by thres-six
percent (3_6%) and shall be listed in the appendices attached hereto and made a part
hereof.

Effective June 14, 20244, Pay Period 21/13, all salaries shall be increased by three-five
percent (3 .- 5%) and shall be listed in the appendices attached hereto and made a part
hereof.

Effective June 13, 20252, Pay Period 22/13, all salaries shall be increased by thrae-four
four percent (3 4%) and shall be listed in the appendices attached hereto and made a
part hereof.

The parties agree that the rates of pay established by this Agreement are
commensurate with those prevailing throughout the County for comparable work as
required by the Charter of the County of Santa Clara.

ar-kump-Sum-Pavmentds)

1. Effeclive—after—ratification—by—the-Beard—ef-Superiisers—(salary—ordinanece
arrendment-effective-the first-pay-period afterthe-second reading-by-the -Board
of-Superdsors)-current-employees-at time-of signing-of-successor-contractwhoe
are-in-SErepresented-positions-shall-receive-athree-persent {3% Hump-sum
borus-based-on-codedstatusfrom-June47,-2019-to the first pay period-afterthe
second-reading-by-the-Board-ef-Supervisers—Thelump-sum-forfull-and-part
timeemployees will-be-based-on-basesalanponly—Thelump-surm-forextra-help

warkers-will-be-based-en-actual-hours-worked-during-that-period.

b}-A) An equily realianment for low-paid classifications for which the General Wage
Increase and Unit Realignments will not result in a wage increase of at least $1.75
for the Slep 3 Rate of Classification, shall be made to coincide with the General
Wage |ncreases listed in Section 7.1 above. Al-SEIJ-represented-employees-in-a

1



Feee+vea-atetaLeﬂas&man4}54—mn+ea 4gnments{meluswa-ef—aﬂ-umLreahgnmenl&
equity-realignments-and-amy-otharspecial-realignments)-shall-receive-a-lump-sum
bonus-based-en-coded status-of onethousand dellars {$4,000-00) per FTE—For the

purpese-of-thislump—sum—bonus—the—total-ameunt-of—realignments—shall—be

computed-by-adding-the-ameunts-of-allunit-equity—and-any-otherrealighments:

e)b)

Section 7.2 — Basic Pay Plan [Holding to UP 4/14/23]

The salary schedule consists of classifications and the assigned salary ranges as
provided in the appendices. Each worker shall be paid within the range for his/her class
according to the following provisions, unless otherwise provided in the appendices.

a)

b)

©)

e)

Step One

The first step in each range is the minimum rate and shall normally be the hiring
rate for the class. In cases where it is difficult to secure qualified personnel or
aperson of unusual qualifications is engaged, the County Executive, may
approve the appointment at the second, third, fourth, or fifth step. If a worker is
hired under the difficult-to-secure-qualified-personnel clause, the County will
move those workers within that same class to the same salary step as that
being received by the new workers. The Union will receive a monthly listing by
class and department of positions hired above the first salary step.

Step Two
The second step shall be paid after the accumulation of six (6) months of
competent service at the first step.

Step Three
The third step shall be paid after the accumulation of twelve (12) months of
competent service at the second step.

Step Four
The fourth step shall be paid after the accumulation of twelve (12) months of
competent service at the third step.

Step Five
The fifth step shall be paid after the accumulation of twelve (12) months of
competent service at the fourth step.

f}——Step-Six{Retentlon-Step-—excluding-Communications-Dispateher -1 &

Senior-Communications-Dispateher)
The sixth-stop-shall-be-paid-After-the-accumelation-of-ten-{10)-years-of-County
Sepvce-a-worker-shall-be-paid-an-additional-three{3) persent-basesalary-rate:

g} —County-Communications-Retention-Steps

+—Efoctive-July—1 2023 g sixth-stepis-established-al-approximatelyfive
percent—{5%)—above —step—five—for—the—existing—classifications—of
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Communicatiens Dispateher-l-ll-and-Senior-Communications-Rispateher:
The-sixih-step-shall-be-paid-afterthe-aceumulation-ofi-twenty-four—(24)
months-of-service-in-Step-5-

s Effective July-1,-2024;-a seventh-step-is-established-at-approximately-five
percent—{5%) —abeove —step—sixfor—the —eoxisting—classifications—of
Cammupications-Dispatcher i Hhand Senier Communications Dispatcher.
The-seventh-step-shall-be-paid-after the-accumulation-of twenty-four (24)
menths-of servicein-Step-6.

Hh)  Time for Salary Adjustments

Salary adjustments shall be made on the first day of the pay period in which the
required accumulation of months of competent service occurs.

Section 7.3 - Effect of Promotion, Demotion or Transfer on Salaries

a)

c)

e)

Promotion
Upon promotion, a worker's salary shall be adjusted as follows:

1. For a promotion of less than ten percent (10%), the salary shall be
adjusted to the step in the new range which provides for a corresponding
percentage in increase salary.

2. For a promotion of ten percent (10%) or more, the salary shall be adjusted
to the step in the new range which provides for ten percent (10%)
increase in salary, or to the first step in the new range, whichever is
greater.

Demotion

Notwithstanding the provisions of Section 7.2, upon demotion of a worker with
permanent status in his/her current class, his/her salary shall be adjusted to the
highest step in the new class not exceeding the salary received in the former
class.

Transfer

Upon transfer to a classification in the same pay range, the salary shall remain
unchanged.

No Loss of Time-In-Step

Notwithstanding the provisions of Section 7.2, no salary adjustment upon
promotion, demotion, or transfer shall effect a loss of time acquired in the former
salary step, and such time as was acquired in the former salary step shall be
included in computing the accumulation of the required months of service for
eligibility of the worker for further salary increases.

Seniority Rights

Parental and industrial injury leaves of more than thirteen (13) pay periods;
leaves of absence of more than two (2) pay periods; and suspensions shall not be
counted as time spent in a salary step in computing eligibility of the worker for

3



f)

further salary increases.

Voluntary Demotion

In the event of a voluntary demotion required by a work-connected illness or
injury and a resulting disability, the salary of the worker shall be placed at the
step in the salary range which corresponds most closely to the salary received
by the worker as of the time of injury. In the event that such voluntary demotion
would result in a salary loss of more than ten percent (10%), the worker's new
salary shall be set at the rate closest to, but not less than ten percent (10%)
below his/her salary as of the time of injury.

Section 7.4 — Part-Time Work [Agree with 4/14/23 County Proposal - TA ]

a)

b)

c)

Salary Ranges

The salary ranges provided in the attached appendices are for full-time service
in full-time positions, and are expressed in dollars per the number of working
days in a biweekly pay period. If any position is established on any other time
basis, the compensation for such position shall be adjusted proportionately.

Benefits
Workers filling part-time positions of half-time or more shall receive all other
benefits of this Agreement except as listed below:

2 Those workers who elect to be covered by either the County’s insurance
package (medical, dental, vision and life) or medical coverage only shall
authorize a payroli deduction for the appropriate prorated cost.

2. Workers may withdraw from the insurance package (medical, denlal,
vision and life) or medical coverage only-at-any-time when they have a
qualifying evenl. Workers may enroll in the County’s insurance package
or medical coverage only upon entering part- time, upon changing from
any increment of part-time to any other increment of part-time or to full-
time, or once per year during the County-wide insurance window.

3. Any worker who becomes a part-time worker as a result of layoff from a
full- time position will continue to receive full-time benefits until such time
as he/she is offered a full-time position in his/her current classification or
higher.

4. Any worker in a part-time status who pays for the insurance package
(medical, dental, vision and life) or medical coverage only shall have
his/her pay adjusted for the additional pro-rated premiums consistent with
any hours worked above thelr coded status the previous month.

Split Codes

The County shall provide a minimum of two hundred (200) full-time codes to be
filled on a half-time basis at any one time. The County shall provide an additional
eleven (11) full-time codes to be filled on a half-time basis at any one time for
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d)

f)

Social Services Unit. The location and choice of these codes will be determined
on a departmental basis. Requests for split codes shall not unreasonably be
denied. Reasonable denial shall include, but not be limited to, demonstration
that the work is not divisible, demonstration that qualified partners, if needed,
are not available, or that the two hundred (200) available codes are filled.
Workers shall make a written request for a split code to their immediate
supervisor. If the request is denied, it shall be reviewed by their department head
and they shall receive a written response. If the worker is not satisfied with the
decision of the department head, the worker, through the Union, may proceed
in the manner listed in Article

8.3 of this Agreement.

Variations of Part-Time Work

The County may establish positions at 1/2, 3/5 and 3/4 positions. In addition the
County may establish positions in configurations that are less than full time but
at least one half-time at the Santa Clara Valley Health and Hospital System,
except for Public Health Nursing.

Filling Part-Time Codes

Within each department workers working fewer hours shall be offered any
established or vacated higher hours level coded positions before new workers
are hired into them. In addition, within the Santa Clara Valley Health and
Hospital System, workers in less than full-time positions shall be offered
established or vacated full-time positions before new workers are hired into
them. In order to be offered the full-time position, the worker must advise the
appointing authority in writing annually.

Extra Hours of Work

Absent a Deparimental Agreement, no extra help worker shall receive extra
hours when part-time regular employees would like to work extra hours and are
available for such work.

The extra hours will be subject to the following:

extra hours are within the same classification; and

extra hours do not result in overtime; and

are within the immediate work area and assignment; and

extra hours do not create partial coverage issue in assignment that must
be completed by extra help (e.g. part-time worker can only complete 4
hours of a 5 hour assignment or a project that requires continuity; and

5. extra hours are distributed equitably (as much as possible) provided the
part-time worker submits a memo each year stating his/her interest to the
manager for extra hours and provides the appropriate contact information

o=

Note: When the manager is authorizing extra hours that would result in overtime
pay and those overtime hours do not affect continuity of services as outlined in
#4, then coded workers shall have preference over extra-help workers. Hours

5



shall be distributed in accordance with Section 8.2(f).

Section 7.5 - Work Out of Classification [Helding-te-UP-4/14/23 Union_moves to
CCL 5/9/23]

a)

b)

Pay

When a worker is temporarily assigned Work Out of Classification to cover
vacant regular codes or absences of other workers, such worker will receive pay
consistent with the promotional pay procedure as set forth in Article 7.3
commencing on the first (1st) such working day.

Application to Holiday and Sick Leave
A worker temporarily assigned work out of classification shall receive the pay for:

1. Holidays when the worker is assigned work out of classification the day
prior to and following the holiday.

2. Sick leave absences when the worker is assigned work out of
classification and while absent is not relieved by the incumbent or by
another worker assigned work out of classification in the same position.

) —Work time-in-Work-Out-of -Class—assianments—shall-be-considered-towards

d)

minimum-gualifications-for-prometional purpeses:

Vacant Regular Codes

Work out of classification may be assigned to cover vacant regular codes after
ordinance code provisions for filling such vacancies have been followed and with
approval of the Deputy County Executive.

Section 7.6 — Paychecks

a)

Night Workers
The County agrees to provide paychecks for night workers by 12:01 a.m,
on payday.

Shortage Errors — Union proposes CCL 6/8/23

Cash advance by the Finance Department to cover shortage orrors in worker's
paycheck, shall be provided to workers within two (2) working days after
worker's written notification of discrepancy to Finance. This provision is to cover
only those discrepancies above a net one hundred dollars ($100.00). The
County-shall- pay-the-shortage-errorto-the workerwithin-three-(3)-calendardays
after—the—workers—npetification—to—finance—A-—worker—whe—{ailed—to—previde
notification-in-the-above-indicated-time-hmits,—shall-have-the-shodage--error
comseted-at-the next-payv-peried:

Failure—to—pay—shordage—errors—andlor—pay-—relro-acltive—wages/CalPERS
contributions-within-two-(2)-working-days-shall-result-in-penallies—as-oullined
below:




=—Five-percent-{5%}-penalties-ifnetoaid-by-the-next-scheduled-pay-date;

+—Tan-sercent-CH0% ) penallies-iF-notraeselved-by-the second-scheduled pay
date;

+—Fifleensereant 5% nanaltlies-H-nolresabvad-by-thedhird schedulad-pay
date

»—Twanby pergant-(20%)-penalties-if-not-resolvad-bythefourth-scheduled
pay-date

»—Thisywsarcant-{30%)-senalties-if-pet resaived bythe-fifih-schedulad-pav
date

+—Fifty-porcont-(50%)-penaltiesif-netrasolved by-the-sikth-sehaduled-pay
date

Any-grievance regardingthis- Adislo shall be processad-beginning with-Slesthrae
{3) of the-Grigvance-Procadure:
y

c) Overpayment Errors
When the County has overpaid a worker by a net one hundred dollars ($100.00)
or more, the County shall provide to the worker notice of the amount of the
overpayment as well as a proposed repayment schedule. If the worker would
like to negotiate a different repayment schedule, the worker must respond to the
County within ten (10) business days of receiving the notice.

If the worker does not respond within ten (10) business days or the worker and
the County do not reach a repayment agreement within thirty (30) business
days, the County shall send the overpayment to DOR (County collections) to be
recouped.

Section 7.7 — Automatic Check Deposit
All workers shall be paid by Automatic Check Deposit unless the worker certifies
he/she does not have a bank account.

Section 7.8 —High-Vacaney-Glassifisation Retention-Pay
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Master Table Union Counter PACKAGE Proposal — 6/23/23

ARTICLE 8- HOURS OF WORK, OVERTIME, PREMIUM
PAY

Section 8.1 — Hours of Work

Eight (8) hours' work shall constitute a full day's work and forty (40) hours work shall
constitute a full week's work unless otherwise provided by law, code or other
agreement. Workers assigned to an eight (8) hour shift which is shortened to seven (7)
hours due to daylight savings time shall be paid for eight (8) hours.

Section 8.2 — Overtime Work

a)

Overtime Defined - Workers Covered by the Fair Labor Standards

Act (FLSA)

For hospital workers, overtime is defined as time worked beyond eighty (80)
hours in any fourteen (14) consecutive day work period, or beyond eight (8) hours
in any workday except as mutually agreed upon between the County and the
Union. For workers, who do not meet FLSA criteria for different work periods,
overtime is defined as time worked beyond forty (40) hours in any seven
consecutive day work period or beyond eight (8) orten (10) hours in any workday
(depending on the number of hours in the duty shift to which the worker is
assigned). Workers assigned under FLSA to work periods other than seven (7)
or fourteen (14) consecutive day work periods, shall have work periods and daily
overtime defined accordingly. Time for which pay is received but not worked
such as vacation, sick leave, and authorized compensatory time off, will be
counted towards the base period. Workers shall not be assigned irregular work
hours to avoid the payment of overtime_or differentials. The County Executive
shall determine by administrative order those classes and positions which shall
be eligible for overtime work and for cash payment.

The County and Union agree that in any arbitration involving an FLSA non-
exempt employee and Section 8.2 the arbitrator shall be strictly bound by U.S.
Department of Labor, Wage and Hour Division, Regulations, Bulletins, Regional
Opinion Letters and provisions of the Fair Labor Standards Act in reviewing,
deciding and rendering a decision. The arbitration award and remedy must be
in strict compliance with said Regulations, Bulletins, Regional Opinion Letters
and provisions of the FLSA and cannot exceed that which would have been
ordered by the DOL, Wage and Hour Division if the dispute had been submitted
for their review.

If the Fair Labor Standards Act is determined by the U.S. Supreme Court or
Legislation to not apply to state and local government Section 8.2(a) will be
deleted and Section 8.2(b) shall apply to all classifications, in addition, Section
8.2(c) will be deleted and Section 8.2(d) shall apply to all classifications.



b)

d)

Overtime Defined -Workers Exempt from the FLSA

For hospital workers, overtime is defined as time worked beyond eighty (80)
hours in a biweekly pay period, or beyond eight (8) hours in any workday except
as mutually agreed upon between the County and the Union. For all other
workers, overtime is defined as time worked beyond forty (40) hours in any
workweek or beyond eight (8) or ten (10) hours in any workday (depending on
the number of

hours in the duty shift to which the worker is assigned). Time for which pay is
received but not worked such as vacation, sick leave, and authorized
compensatory time off, will be counted towards the base period. Workers shall
not be assigned irregular work hours to avoid the payment of overtime_or
differentials. The County Executive shall determine by administrative order
those classes and positions which shall be eligible for overtime work and for
cash payment.

Rate of Pay -Workers covered by the Fair Labor Standards Act (FLSA)
When overtime work is assigned and is authorized by an appointing authority to
be worked, compensation for such time worked shall be time off with pay
computed at the rate of one and one-half (1-1/2) hours off for every hour of
overtime worked, except that such overtime work shall be paid in cash at the
rate of one and one- half (1-1/2) times the regular hourly rate or holiday
hourly rate, as applicable, when specifically authorized by administrative order
of the County Executive. Compensation for such
time worked beyond twelve (12) hours shall be paid either as time off with pay computed
at the rate of two (2) hours off for every hour of overtime worked, or paid in cash at the
rate of two (2) times the reqular or holiday hourly rate, at the employee’s option; when
specifically _authorized by the administrative order of the County Executive.
Compensatory time off accruals/balance shall be limited to a maximum of
two hundred and forty (240) hours or four hundred and eighty (480) hours for
Communication Dispatcher 1, |, lll, —and Complaint-CenterDispateher, Call
Taker and Senior Communications Dispatcher.

All compensatory time off must be taken within twelve (12) months of the date
the overtime was worked. Any balance remaining after twelve (12) months shall
be paid in cash at the regular rate. Compensatory time balances shall be paid in
cash on separation. A worker may elect in advance to receive compensatory
time off credit in lieu of cash compensation for overtime where compensatory
time off is allowed,#fthe-appeinting-authoriby-agrees. In the event the appointing
authority does not provide compensatory time off during the mandatory time
period, the worker may take compensatory time off as a matter of right
immediately before the end of the pay period in which the compensatory time
would be lost. Request for use of compensatory time shall not be unreasonably
denied.

Rate of Pay -Workers Exempt from the FLSA
When overtime work is assigned and is authorized by an appointing authority to
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f)

be worked, compensation for such time worked shall be time off with pay
computed at the rate of one and one-half (1-1/2) hours off for every hour of
overtime worked, except that such overtime work shall be paid in cash at the
rate of one and one- half (1-1/2) times the hourly rate of pay at the employee’s
request when specifically authorized by administrative order of the County
Executive. Workers may request in writing in advance to be paid in cash at the
rate of one and one-half (1-1/2) times the reqular hourly rate subject to approval
of the appointing authority or designee. All compensatory time off must be taken
within twelve (12) months of the date the overtime was worked, and failure to
take the compensatory time off shall be deemed a waiver of the compensatory
time by the worker. In the event the appointing authority does not provide
compensatory time off during the mandatory time period, the worker may take
compensatory time off as a matter of right immediately before the end of the pay
period in which the compensatory time would be lost. Compensatory time off shall not
be unreasonably denied. Compensatory time balances shall be paid in cash on
separation. A worker may elect in advance to receive compensatory time off
credit in lieu of cash compensation for overtime where compensatory time off is

allowed, i-the-appointing-authority-agrees.

The Union and the Department of Labor Relations, where permitted by law, may
waive the overtime provisions of this Agreement in order to implement mutual
agreements reached pursuant to Section 8.14 - Varying Hours.

Distribution of Overtime

In the absence of a departmental agreement on the subject, overtime work
assignments shall be distributed among workers in the same classification—of
classification-series-when-applicable; and applicable work unit as equally as
practicable, where volunteers exist, volunteers will be utilized first, when
possible. Overtime work required beyond the regular eight (8) hour or ten (10)
hour duty shift shall be offered first to the regular workers in-the-unit—in-eorderof
senioritythenouisida uniisin order ofseniority and thenfollowed-bylass-senior
workers-assianaed-to-the-unituntil the list by seniorityis-exhausted. tf thers-are
rotenough-voluntesrs—overtima-shall-be-assianed-by-nverse seniority-order

who normally work such assignments.

Nen-Meoluntary-Overtime

Non-veluntaprshifts whetherchosen-by-the-workerorassigned-by-managerment

shall-compensate—worker-forsuchtime-worked-bevond-the-werkers—regularly

assigned-werkshift shall-be paid-atthe rate ofthree {3 times-the regularor-holiday

hourly-rate—Absent a-Departmental Agreement—which-shall prevailthe County

shall-reguestvolunteers firstthen Floatersor Exdra Help-

Workers-whe-have travel-relatedlossesasaresultofthe-non-veluntarsoverime.

shall-be-re-imbursed-forall-related-costs to-cancellation-of pre-paid-travelcosts:

Section 8.3 — Work Schedules [Union withdraws — CCL ]

a)

Hours of Operation
It is recognized that unless otherwise established by agreement or practice, the
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regular County business hours are 8:00 a.m. to 5:00 p.m. and adequate
coverage shall be maintained to assure the highest quality of service. Alternate
work schedules based on eight (8) hour shifts with either one-half (1/2) hour or
one (1) hour lunch periods may be established with starting and quitting times
between 6:00 a.m. and 9:00 p.m.

b) Alternate Hours Schedules
It is understood that workers have the right to meet and confer at the department
level on alternate hours. The parties agree that shift selection based on seniority,
merit and ability being adequate, may be an appropriate method for determining
shift assignments; however, the department may establish other criteria based
on operational considerations.

Matters subject to alternate hours schedule negotiations under this Agreement
to proceed as follows:

1. Negotiations
The Union or the department shall make prompt request to meet and
confer, specifying the matter to be negotiated. The other party shall
respond promptly, and they shall commence meeting and conferring at
the earliest mutually agreeable date and attempt to reach agreement.
Thereafter, either party may declare impasse in such negotiations.

2. Impasse
If impasse is declared, the Union and the County shall commence
mediation-arbitration which shall not exceed thirty (30) calendar days.
The resuits of mediation-arbitration are advisory to Board of Supervisors.
Costs of mediation-arbitration are to be split equally between the County
and the Union.

81 Board of Supervisors
Recommendations reached in mediation-arbitration shall be moved to the
level of the Board of Supervisors and shall be promptly agendized and
referred to the Board of Supervisors for appropriate action.

Section 8.4 — Meal Periods[Helding te-UP-4/44/23] Withdrawn — ECLERd InclUsion
of Side Letter Agreement for Healthcare settings
Length
Workers shall be granted an unpaid meal period of not less than thirty (30)
minutes nor more than one (1) hour, scheduled at approximately the mid-point
of the workday. Workers required to be at work stations for eight (8) or more
consecutive work hours shall have their meal during work hours.

Eor-allwerkers-wheo-provide-direct-patient-carc-or-suppoti-direct-patientcare-in
a-general-acutecare-hospital—sclinic-orpublic-health-setting—workers-shall-be
entitledto-one{-unpaid-mealperiod-ofnetless than thirty (30} minutes-and-not
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b)

) Overtime Meals — URIGHWHEIRW aRd iHoves 106al

shiftwill-not-be provided-ameal period—An-employee-working-a-double-shiftis
entitted-to-an-additional-thirty (30} minute unpaid-meal-period:

With-advanced-written-aporoval—a-workermay-waivetheir right-to-the-secend
unpaid-mealperiod-if theirtotal hours- worked-is-no-more thantwelve (12} hours.
Acworkersosking towithdraw an-asoroved walvermustalva-thelrsuperdsorer
managerwritten-notice-as-sconasfeasible:

Mmpmwm%mmmmu&mu%m

Lm%mw#mme%mpq

ammea@—ma%wéwﬁhemepme;eamﬁeﬁ%a@mﬁe%b&awﬁeﬁm
portion-oftimeconsiderad parofthe employes'spaid-restbreakis).

Aworkerwheisnot provided-one () ormore mealperiod{s)orPaid Rest Brealk,
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If a worker is assigned and works two (2) or more hours of overtime work
contiguous to his/her regular work shift or is called in within three (3) hours of
his/her scheduled quitting time and then works two (2) or more hours of overtime
work, the County will pay a meal reimbursement of fourteen ($14.00) dollars.
Workers shall be provided an additional reimbursement as above for every
seven (7) hour period of overtime completed thereafter. If a worker is called in
after three (3) hours of his/her scheduled quitting time and if less than two (2)
hours prior notice is given and the worker then works four (4) or more hours of
overtime, then the County will pay a meal reimbursement of fourteen ($14.00)
dollars.

Workers authorized meals pursuant to Section 8.4(c) or otherwise provided
meals at no cost, are not eligible for meal reimbursement as outlined in this
section.

County Facilities

Whenever the duties or responsibilities of any County worker require him/her to
be present and on duty during the serving of meals in a County facility and where
such duty or responsibility occupies that worker's meal period, such individual
shall be entitled to that meal without charge.

Meal Rates



In each County dining facility where meals are served to workers at the worker's
expense, the department head in charge of the operation of that facility shall
prescribe the rates to be charged. The rates so prescribed shall, as a minimum,
be sufficient to defray the costs of the food served.

Section 8.5 — Rest Periods [Holding to UP-4/14/23] Withdrawn — EEEERd incilision
of Side Letter Agreament for Healthcare settings
All workers shall be granted and take a rest period of fifteen (15) minutes during each
half shift of four (4) hours of work. Rest periods shall be considered as time worked for
pay purposes. If a rest break is not taken, the worker is not entitled to an earlier quitting
time.

For all workers who provide direct patient care or support direct patient care in a general
acute care hospital, clinic or public health setting, for every four (4) hours of work or
major fraction thereof, the worker is entitled to a fifteen (15) minute rest period.

An emplovee who is scheduled to work and works at least eight (8) hours during a shift
may, with prior approval, combine up to two (2) paid rest breaks together during that
shift, for a combined, continuous paid rest break of thirty (30) minutes.

A worker who is not provided one (1) or more meal period(s) or Paid Rest Break, is
entitled to one (1) hour of additional pay at their reqular rate of compensation or each
workday the meal period is not provided. The maximum monetary remedy for any
workday is two (2) hours of additional pay per one (1) continuous shift.

Section 8.6 — Clean-up Time_[Holding to-UP-4/44/23] WIRFEER “CCL
All workers whose work causes their person or clothing to become soiled shall be
provided with reasonable time and adequate facilities for washup purposes at shift end.

Section 8.7 — On-Call Pay [Holding-te- UR-4/14/23 —notecorrection] Union Proposes
to move revisions below to APT unit and for master remain CCL with MP for pay
increase

a) Definition

On-call is defined as the requirement to remain immediately available to report
for duty to perform an essential service when assigned by the appointing
authority, subject to approval by the County Executive. On-call duty is in addition
to and distinct from the normal workweek. This Section is not applicable to those
situations where workers are recalled to work when not previously placed on an
on-call status.

b) Classifications Eligible
Each department head, subject to approval by the County Executive, shall
designate which class(es) of worker(s) shall be subject to on-call duty.



Rates of Pay

Workers assigned to on-call duty_shall receive, in addition to their regular salary,
thirty-eight forty dollars ($4038) for each eight (8) hour shift, or substantial portion
thereof, of assigned call duty, except for the following classifications which shall
receive one-half of their regular base rate of pay for each hour of assigned call
duty_or required to be on standby duty within the same 24 hour-period when

assigned to the Santa Clara Valley Health and Hospital System.
R78 Anesthesia Technician

R2V ASSOCIATE CARDIO INTERVENTIONAL TECHNOLOGIST
R2W CARDIOVASCULAR INTERVENTIONAL TECHNOLOGIST
S9J CARDIAC SONOGRAPHER |

S9H CARDIAC SONOGRAPHER i

S9G CARDIAC SONOGRAPHER ]

R8C DIAGNOSTIC IMAGING TECH | — FLUOROSCOPY

R8D DIAGNOSTIC IMAGING TECH | —- MAMMOGRAPHY

R8E DIAGNOSTIC IMAGING TECH | - COMPUTED TOMOGRAPHY
R8F DIAGNOSTIC IMAGING TECH | — CT/MAMMO |

R8G DIAGNOSTIC IMAGING TECH ! — CLINICAL INSTRUCTOR
R88— Diagnostic lmaging Technicianl

R8B DIAGNOSTIC IMAGING TECH Il — COMPUTED TOMOGRAPHY

R2X INTERVENTIONAL RADIOLOGY TECHNOLOGIST

S85 Licensed Vocational Nurse, when acting in lieu of S23 Operating

Room Technician
R2E Magnetic Resonance Imaging Technologist
RBA  Magnetic Resonance Imaging Technologist-
Angio
R6C Magnetic Resonance Imaging Technologist-CT

P84  Obstetric Technician

S23  Surgical Technician



R27 Pharmacist

P40 Pharmacist Specialist

J1S  Epic Pharmacy Informaticist
R15 Respiratory Care
Practitioner |

R1S Respiratory Care
Practitioner |l

R54 Respiratory Therapy-nservice
Coerdinator Services Specialist

830 Ultrasenegrapher]

S6A ULTRASONOGRAPHER - A

S6B ULTRASONOGRAPHER | - B

S6C ULTRASONOGRAPHER I -C

S29— Ullrasonegraphert
SOA ULTRASONOGRAPHER Il — A

S9B ULTRASONOGRAPHER I -B

S9C ULTRASONOGRAPHER I -C

SAD ULTRASONOGRAPHERII - D

Y04 Medical Social Worker |

YOE Medical Social Worker ] - U

Y03 Medical Social Worker i

YOD Medical Social Worker {i-U

One (1) position of Occupational Therapist (when assigned on call to the Burn
and Plastics service)

Notification to Union
Should any ether classificationes—unigue—te—Santa—ClaraValley—Health—and



Hospital-System-be assigned to on-call duty, the County agrees to notify the
Union of the assignment and to meet and confer as to which of the above rates

apply.

e) Beepers/Mobile Devices-—Union moves to CCL 5/11/23
Beepers/Mobile Devices shall be provided to all workers, who request them,
when placed on on- call status._Such-devices-shall-net-be-utilized fortracking

employees-and-punitivediscipline:

Section 8.8 — Non-Contiguous Overtime Guarantee Union proposes to move
proposed revision below to APT unit and remain CCL for Master

Call Back Pay

If a worker has been called in from an assigned on-call duty under Section 8.7 (C) or
those situations where workers are recalled to work when not previously placed on
an on-call status, all hours worked shall be credited to the worker at overtime rates,
one and one half ( 1 %2) times for reqular work and two and one-half ( 2 ¥ ) times on
holidays. This is in addition to On-Call Pay as outlined in Section 8.7.

Travel time to return to the worksite is considered as Call Back time worked and paid
accordingly.

A worker may elect in advance to receive compensatory time off credit in lieu of cash
compensation.

A—If overtime work does not immediately follow or precede the regular work shift, a minimum of
four (4) hours evertime-call-back time pay shall be credited to the worker at overtime rate of
one and one half (1 %) times for regular work and two and one-half ( 2 ¥4) times on holidays.

MW#%WMM&M%WH@WS

The payment of the guaranteed four (4) hour minimum is subject to all the provisions
of Article 8, Section 8.2, Overtime Work.



A worker is credited with a guaranteed four (4) hour minimum under this section for
each occurrence of non-contiguous overtime during a scheduled shift, except that a
worker shall not be credited with an additional four (4) hour guaranteed minimum nor will
the worker be required fo remain at the worksite regardless of length of time needed to complete

the call-back assignments, until the original four (4) hours has elapsed.

Section 8.9 - Evening/Night Shift Differential [Holding-to-UP-4/14/23] TATE R

613723

a)

b)

c)

Evening Shift Differential ‘ X

An evening shift differential of three dollars ($3.6482) per hour shall be paid to
workers for each hour worked after 2:00 p.mh -if aj/least four (4) hours of an
assigned schedule of contiguous work hours (to nclude overtime) are worked
after 5:00 p.m. Effective—June—15-2020 Pay Period-20/14—the-evening-shift
diffsreptiabwillbe-increased-to-three-dellars-and-fourteen-cents{$3-14)Effective
June-14-2024_Pay-Period-21/43 the-evening-shift-differential will-be-inereased
to-three-dollars—and-thidy-nine—cents—($3-39)—EffectiveJune—13,2022Pay
Period-22/13 -the-evening-shift-differential- will-be-increased-to-three-dollars-and
sixty-fourcents{$3-684)-

Night Shift Differential

A night shift differential of four dollars and ninety cents ($4.908) per hour shall be
paid to workers for each hour worked after 11:00 p.m.-and prior to 7:30 a.m. if
at least four (4) hours of an assigned schedule of contiguous work hours (to
include overtime) are worked after 11:00 p.m. and before 7:30 a.m. Effestive
Juna15-2020 Pay-Period-20/4the-pight-shift-differential- will-be-increased-to
four-dollars-and-fourteen-cents{$4-14)EffectiveJune—142024Pay-Peried
2143 -night shift diffsrentialwillbeincreasedtofourdollarsand-thirty-nine-cents
($4-39)—EHeetiveJune 13,2022, Pay-Peried-22/13the-night-shift-differantial
will-be-increased-to-four dollars-and-sixty-four-cents{$4-64)

Weeakend Shift Differential

A weekend shift differential of two dollars and twenty-five cents ($2.25) per hour
shall be paid to all workers for each hour worked on a Saturday or Sunday. For
the purposes of this section, a weekend shift is defined as working any hours
between Saturday 12:01a.m. through Sunday 11:58 p.m.

ed) Regularly Scheduled Shifts

A worker shall not be paid two different shift differential rates during a regularly
scheduled shift, except for a weekend differential application. If a worker meets
the criteria for both evening and night shift differential during a regularly
scheduled shift, the worker shall receive the night shift differential for all eligible
hours.

d)e) Overtime Shifts

Overtime shifts stand alone and shall be treated as two separate shifts for
purposes of determining whether the night or evening shift differential rate is

10



paid, except for weekend shift differential application. (Total hours worked is the
basis used for computing eligibility for the differential.)

fi—Health-and Hospital SystermBehavioral Health-and Custody Health-Float
Pay

Han-assignmentoutside ofthe workers-assigned- worksite is required the County
shallreguest-volunteersfirst before-making-aninveluntary-fleat assigament from
ensworksiteto-anothersite forlikeworkfaworkeris reguired-to float the- worker
shall—receive—bwo—dollars—and twenty-five—cents {($2-25)per—hour—forsush
assigament-Mileage-shallapplyoursuantto-Article 162

e)gq) Part-time Workers
Workers in part-time codes (twenty hours (20) or less in a work week) will receive
the above differential if at least two (2) hours of an assigned schedule of
contiguous hours meet the above guidelines.

Hh) _ Eligible Classifications

The premium for shift differential shall be paid to all County workers (as outlined
above), irrespective of classification, pay level, overtime status, holiday work, or
other wage variations (except as required by law).

ei)  The shift differential shall not be allowed in computing payments at time of
termination.

R)i)  This differential shall only be paid on actual hours worked. In addition, workers
whose shifts are temporarily changed (either voluntarily or at management
discretion) will be paid based on actual hours worked.

Section 8.10 — Split Shift Pay

A worker who is performing services upon a split shift shall be paid an additional twelve
dollars and fifty cents ($12.50) per day. “Split Shift” is defined as eight (8) hours of work
which are not completed within any nine (9) consecutive hours in a workday.

Section 8.11 — Temporary Work Location

When a worker is assigned to work at a location different from his/her regularly assigned
work location, the County will either supply transportation for such travel or shall pay
mileage based on Article 16.2 of this Agreement.

Section 8.12 — Bilingual Pay-[Helding-to-UP-4/14/23] Withdrawn CCL

On recommendation of the appointing authority and the Director of Personnel, the
County may approve payments of one hundred seventy dollars ($170) per month to a
bilingual worker whose abilities have been determined by the Director of Personnel as
qualifying to fill positions requiring bilingual speaking and/or writing ability. Bilingual
payments will be when:

11



c)

Public contact requires continual eliciting and explaining information in a
language other than English; or in sign language (ASL or SEE); or

Where translation of written material in another language is a continuous
assignment; or

The position is the only one in the work location where there is a demonstrated
need for language translation in providing services to the public.

The County shall review positions covered by this Agreement not less than annually to
determine the number and location of positions to be designated as requiring bilingual
abilities.

Differential may be removed when the criteria ceases to be met for two (2) pay periods.

Section 8.13 — Voluntary Reduced Work Hours Program [Holding to UP 4/14/23]

a)

f)

The County agrees to establish a Voluntary Reduced Work Hours Program for
full- time workers represented by the Union. The purpose of the Program is to
reduce work hours and a commensurate amount of pay on a voluntary basis.

Workers may elect a two and one-half percent (2 1/2%), five percent (5%), ten
percent (10%), or twenty percent (20%) reduction in pay for a commensurate
amount of time off for a six (6) month period. Admission to the plan will be at six
(6) month intervals - pay period 5 and pay period 18. The parties shall meet and
agree upon the beginning date for the Program.

All persons in the Program will revert to their former status at the end of six (6)
months. If a worker transfers, promotes, demotes, terminates, or in any other
way vacates or reduces his/her present code, he/she will be removed from the
Program for the balance of the six (6) month period.

Workers who wish to voluntarily reduce their work hours may submit a written
request to their immediate supervisor within the designated window period.
Supervisors must issue a written response to the worker within five (5) working
days. If the request is being denied, the speclfic reason for denial will be included
in the response. Copies of this shall be delivered by mail to the Union and the
designated Chief Steward.

If the worker is not satisfied with the decision, he/she may, within five (5) working
days after receipt of the supervisor's response, submit a written request to the
Department-Director_of Employee Services Agency for a meeting to make a
verbal appeal.

It is agreed that the Pepartment-Director of Employee Services Agency or his/her
direct report or another member of Executive Management, will arrange a
meeting with the worker within five (5) days after the receipt of such a request.

12
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g)

h)

i)

k)

m)

The worker may have a Steward assist him/her in the meeting. Every effort will
be made to accommodate the worker, steward and manager when scheduling
the meeting. Timelines can be extended by mutual agreement to accommodate
absences. The Department-Director of Employee Services Agency shall send a
final decision in writing to the worker within five (5) working days of such a
meeting. Copies of this decision shall be delivered by mail to the Union and the
designated Chief Steward.

Compensatory time shall accrue as earned and shall not be scheduled on any
day considered as a County holiday. Workers may use the reduced hours time
in advance of accrual and will reimburse the County for hours taken in advance
of accrual upon early termination from the Program.

Participation in this Program shall be by mutual agreement between the worker
and the department/agency head. At no time will approval be given if it results
in overtime. Restrictions by Department/Agencies within work units shall be
uniformly applied.

It is understood by the County that due to this Program there may be lower levels
of service.

All workers will be notified in writing regarding the Program specifics and the
sign- up options. Such written notice to be mutually agreed upon by the parties.

Full and timely disclosure of actual sign-ups and any analysis developed will be
made available to both the County and the Union.

This agreement governs as to the Voluntary Reduced Work Hours Program, but
will in no way alter the meaning of the Union and County agreements currently
in effect. This will include any departmental, master, unit, sideletter agreements,
etc.

It is agreed that the workload standards referred to in the Social Services Unit
will be reduced for each worker, proportionate to each worker's reduction in
hours. (This section is only applicable to SSU.)

Section 8.14 — Request for Alternate Hours Schedule

During the month of November, the Union may request an informal meeting with the
Office of Labor Relations regarding requests for varying work hour schedules such as
4-10 or 9-80 which would be beneficial to the community or the program, as well as to
the worker, and would be cost effective for the County. At such meeting, the parties
shall exchange information and shift schedules. To the extent possible, they will jointly
analyze the feasibility of the request. A response shall be given by the Office of Labor
Relations as to the decision on whether to propose such a schedule within sixty (60)
days of the Union’s proposal on the schedule. If the Office of Labor Relations and
Agencies/Departments propose to change hours practices pursuant to such guidelines,
they shall proceed to meet and confer in accordance with Section 8.3 b) of this Article.
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Section 8.15 — Departmental Agreements

All agreements between departments and the Union covering hours, job assignments,
shifts, shift assignments, overtime, seniority, and holiday and vacation scheduling
currently in effect or entered into during this Agreement shall remain in effect pursuant
to their terms. Work assignments by seniority and provisional appointments by seniority
are proper subjects for inclusion in a Departmental Agreement. New or existing
agreements may be opened or reopened by mutual agreement of any year. During odd
years, only new agreements may be opened. During even years, only existing
agreements may be reopened.

Matters subject to departmental negotiations under this Agreement shall proceed as
follows:

a) Negotiations
. New agreements may be negotiated by mutual agreement with three (3)
months to negotiate in an attempt to reach agreement, or then impasse
may be declared by either party.

2. During November the Union or the Department/Agency may request to
meet and confer as specifically listed in this Section. The other party shall
respond promptly, and they shall promptly commence meeting and
conferring in an attempt to reach agreement. Thereafter, either party may
declare impasse in such negotiations.

b) Impasse
If impasse is declared, the Union and the department shall commence
mediation- arbitration which shall not exceed thirty (30) calendar days. The
results of mediation-arbitration are advisory to Board of Supervisors. Costs of
mediation- arbitration are to be split equally between the County and the Union.

C) Board of Supervisors
Decisions reached in mediation-arbitration shall be moved to the level of the
Board of Supervisors and shall be promptly agendized and referred to the Board
of Supervisors for appropriate action.

Section 8.16 — Hazard Duty Pay [Helding-to-UR-4/14/23]
a) Coverage
The work places covered by this differential are the JPD Ranches, and the
locked/secured sections of the following facilities:
1. Emergency Psychiatric Service
2. Main Jail
21 Elmwood
4. North County Jail
5. JPD Hall (including Transportation Officers)
6. Psychiatric Inpatient

14



b)

d)

Tier2 - High Risk Environmental Risk Pay
The-workplaces-covered-by-this-parti-time-differential-are-working-environments
and-compunity-based-assignments-whers-workers-are-placed-at-risk-and/or
working-alone-of-the-following-facilities/classfications:

1+—Secattered-Homes{Secial-Seprvices)

2—Evans-Llane

3.—Behavioral Health-Urgent Care

4—MHSA Motel

5 Malley-Homeless Health-Program

6—Public Health-Nurses-performing-home-vistis-and-field-assignments

7—Hallef Justice{Misdemeanor-Arraignment Courh)

Full Time Payment

A premium of one dollar and bwentyfifty-five cents ($1.250) per hour shall be
paid to coded classifications while in paid status whose regular assignment for
the County is in a work place described in a). This payment shall be made
irrespective of classification, pay level, overtime status, holiday work or other
wage variations. This hazard duty premium shall be included in the pay status
time of the coded classifications described in this paragraph b).

Effective-Juna-13,2022 Pay Peried-22/13-Hazard-Duty-Paywill be-raised by
fiftaencents ($0.16 o ona dollarand forty eents- {8140

Part Time Payment

A premium of one dollar and twentyfifty-five cents ($1.250) per hour shall be
paid to coded classifications whose regular assignment is not in a work place
described in a) for only the hours assigned and worked in a work place described
in a). This payment shall be made irrespective of classification, pay level,
overtime status, holiday work, or other wage variations.

A worker must work a minimum of thirty (30) consecutive minutes per entry into
a work place described in paragraph a) prior to being eligible for the hazard duty
premium. Coded classifications shall receive an additional full hourly premium
for time worked of more than six (6) minutes in any hour after the first hour of
work. This hazard duty pay should not be included in the paid status time of the
coded class described in this paragraph c).

Effective-June 13,2022 RPay Period 22/13-Hazard-DutyRPay-will-be-raised-by
fifteen-conts{$0:15)0-ona-dollarand-forty-cents (3440}

Classifications Assigned to EiImwood

Included in the coded classifications covered by a) and b) are the following
coded classifications assigned to Elmwood: Community Workers and
Rehabilitation Officers; provided that if any of the foregoing is assigned for an
entire pay period to work outside EImwood, such worker shall not receive hazard
duty pay for such pay period.

15



f)

g)

If the work of a coded classification covered by paragraphs a), b), and d) requires
absence from a work place described in paragraph a) for less than 100% of
working time during any pay period such coded classification shall receive
hazard duty pay.

Termination Payment
The hazard duty premium shall not be allowed in computing payments at the
time of termination.

Safety Retirement Exclusion
No worker covered by Safety Retirement shall receive a payment for hazard duty.

Section 8.17 — Notary Public Differential
A Notary Public differential of one hundred twenty dollars ($120.00) per month will be
paid to all workers when assigned and performs the function of notary public.

Section 8.18 — Telework [Holding to UP 4/14/23]

a)

Telework Program
The County of Santa Clara recognizes that flexible work arrangements and
reduced commutes may benefit the employee, -the department and the public
by making the most efficient use of staff time. Telework benefits emplovee, the
County and the public that we serve. Benefits include:
» Decreased energvy consumption, air poliution, traffic _and parking
congestion
Recruitment and retention of highlty qualified employees
Increased productivity
Reduced employee absenteeism
Efficient use of County resources, including office space
Greater flexibility for employees and departments
Improved employee morale and job satisfaction
Reduced employee commute time and costs
¢ Improved Work life balance
» _Ability to function during an emergency.

*—

@ |® | [j@ (@

The telework program is designed to continue telework to be made available to
all County employees whose work has proven to be completed efficiently and
effectively through telework and is intended to provide mutual benefit to both
employee and the County. The County shall maintain an equitable teleworking
program-for workers in SEIU 521 represented classifications. The County shall
provide training for supervisors and workers who meet the criteria for
participating in the program.

The Union shall have the right to meet and confer over any proposed changes
or development of te-the telework program_at the Departmental/geographical
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b)

evel.

Eligibility for telework

Eligibility is based on many criteria, and many job classifications and associated
job responsibilities may not be conductive to teleworking. The following
requirements are presented to help the employee and supervisor determine if
teleworking is feasible.-The supervisor/Department Head must make a reasonable
assessment in determining if telework is feasible by fairly evaluating the requester’s job
functions.

Additienally;aA change in job duties and assignments, such as being assigned
to work out of class, being assigned to a new project, or covering for coworkers
who are out on vacation or leave, may affect eligibility. For this reason, it is the
superviser's Department’s responsibility to periodicalbr-assess the teleworking
arrangement with the employee to address any change in eligibility.

Meelting-any-eligibility-requirement-doss-not-guarantee-—approvallto-telewari:
Approvalis-given-on-a-case-by-case-basis-however, forFor approval to be given,
an employee must meet all eligibility requirements.

Criteria for an employee to telework include:

e Full or part time status

e Permanent-stalus-{no-original-probationary-statusy—others-on
exception-basis-only; subject to-approval-by-desartment-head

¢ Classified or unclassified position

e Employee is in compliance with County merit system rules, regulations
or policies, and/or department rules and policies

° In the event an eligible employee was subijected to disciplinary action

within _the past six (6) months from the date of the request and has
successfully taken corrective action, employee shall be deemed as in
compliance with County merit system rules, requlations, or policies, and/or
department rules and policies.

e Demonstrated job performance to be able to work independently
as determined by the immediate supervisor

¢ Job performance meets erexseeds-expectations

e Employee’'s telework consists of the employee’'s regular
work responsibilities, including call-back and on-call duties

¢ Employee’s job duties allow him/her to be away from the County work
site for a period of time during the work week
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¢ Teleworking dees- wil not impede other workers from performing their job
duties

¢ No reduction of service to internal and external customers and clients

+Employee-and-superviseragree-inwritingon-a-teleworking
arrangement-which-is-approved-in-writing-by-the-department-head-or

dasignasa;
o Employee has access to required supplies and equipment to telework

and has an acceptable workspace and environment to effectively work at
home.

In addition to meeting these eligibility requirements, the following items are
required before allowing an employee to telework:

e Telework Request and Approval Form is completed and approved
» Telework Agreement/Assignment Form is completed and approved

» Emplovee and supervisor agree in writing on a teleworking arrangement,

which is approved in writing by the department head or designee.

» If the teleworker participating in the teleworking program fails to conform
to the program criteria, the teleworking privileges may be revoked.

y —

c) Teleworking—is—a—management—option,—not—an—entitlerment—Any—telework

agreementraay-be-revoked-ormedified-by-the-Department-at-any-time-forany
reason—Fhis-section-is-net-subject-to-the-grievance-procedure.
Telework Request/Denials

If a telework request is denied, the requester may appeal the decision, within five

(5) working days after receipt of a written notification of the denial. The requester
may submit a written request to the Director of the Office of Sustainability for a
meeting to make a verbal appeal.

It is agreed that the Director of the Office of Sustainability or his/her direct repor,

will arrange a meeting with the worker within five (5) working days after the receipt
of such a request. The worker may have a Steward assist him/her in the meeting.
Every effort will be made to accommodate the worker, steward and manager
when scheduling the meeting. Timelines can be extended by mutual agreement
to accommodate absences.

The Director of the Office of Sustainability shall send a final decision in writing to
the worker within five (5) working days of such a meeting. Copies of this decision
shall be delivered by mail to the Union and the designated Chief Steward.
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MASTER TABLE UNION Package Proposal - 6/23/23

Section 9.1 — Uniforms
Uniform Allowance
4+——A yearly uniform allowance of five-_seven hundred fifteen fifty ($550

a)

715.00) dollars shall be payable annually to employees in the classes
listed in this paragraph in-the-menth-of-March.-Departments-may-provide
the-uniform-allowance-through-vousher process-The-uniform-allowance
will-be-prorated-for-new-hires-and-for-any-worker-on-an-unpaid-leave of
absence-of-one-or-mere-full-pay-perieds.Except for new workers, who
shall receive the uniform allowance at the time of hire, the uniform
allowance will be divided by the number of pay periods in the payroll
calendar vear ( 26 or 27 pay periods depending on the payroll calendar
year) and the guotient will be paid to the worker each pay Deriod.ﬁhe
County shall report the uniform allowance as pensionable income for
classic CalPERS members and shall treat it as taxable for all emplovees.
Newly hired workers will receive the uniform allowance beginning on their
pay period of hire\Newly hired workers will not be paid the uniform
allowance retroactively to the first pay period of the payroll calendar vear.
Uniferms-allowansce-shall-be-payable to-the-followingclasses:

V57  Animal Control Officer

V5H Senior Animal Control

Officer G74 Custody Support

Assistant V42 Estate

Property Specialist

M11  Fleet Maintenance Scheduler (Sherriff Office

only) N96 Hespital-Stationary Engineer

D43 Law Enforcement Clerk (Sheriff's Office Records & Admin

Booking BOC-enrly)

D63 Law Enforcement Records Specialist {Sheriff's-Office-Recerds
&-Admin-Booking-DOC-onhy)

D42 Law Enforcement Records Technician—(Sheriffs-Office Receords
&-Admin-Booking-DOC-only)

M38 Parking Lot Checker

M35 Parking Patrol Coordinator

FO2 Property/Evidence

Technician U98  Protective
Services Officer

U9Z Sheriff Protective Services Officer

G73 Sheriff Technician (Sheriff's Office civil and court
division) N95 Sr—Hospital-Stationary- Assistant Chief
Engineer

N93 Stationary Engineer — Facilities and Fleet

X81 Weed Abatement Inspector




2. Newly hired coded workers, not previously employed by the County, and

epartment of Corrections workers not previously reporting under they
Sheriff, who are required to wear a uniform and in classifications listed in

Section 9.1(a) within the Sheriffs Department and the Department of
Correction, shall receive an initial eight hundred and fifty ($850) dollar
uniform allowance. Those workers who receive the initial eight hundred
and fifty ($850) dollar allowance will not receive the five- seven hundred
fifteenfifty ($550 715) dollar Mareh-allowance in their first year of service.

After the worker is paid the initial eight hundred and fifty ($850.00) doliar
uniform allowance in the first calendar year of employment, the worker will
receive a seven hundred and fifteen ($715.00) dollar uniform allowance in
each subsequent pay roll calendar year of their employment. The seven
hundred fifteen (3715) dollar uniform allowance will be divided by the
number of pay periods in the pay roll calendar year (26 or 27 pay periods
depending on the payroll calendar vear) and the quotient will be paid to the
worker each pay period of the subsequent calendar years. The County
shall report the uniform allowance as pensionable income for classic
CalPERS members, and shall treat it as taxable for all employees.

3. If the uniform requirement for any class listed above is eliminated by the
County, notice of same shall be given to the Union, and the allowance
will be discontinued. Modification to County required articles of clothing
which cause an increase in costs shall be met and conferred upon during
the contract term.

County Issued Uniforms

Other than the classifications shown in Section 9.1(a), uniforms supplied by the
County and required prior to July 12, 1999 shall continue to be required and
supplied for the term of this agreement unless notice to discontinue is provided
to the Union.

New Uniform Requirements

During the term of this Agreement, the County may designate specific
classifications within Departments/Agencies which may be required to wear a
standard uniform or standard uniform items for bona fide business purposes.

In such instances, the Union will be given a minimum of thirty (30) calendar days
notice and an opportunity to meet and confer as to whether the classification
shall be eligible for a uniform allowance, the amount of the allowance (not to
exceed the amount and payment schedule listed in Section 9.1(a), or if the
Department/Agency will provide the uniform or uniform items, as well as the
safety aspects of the uniform requirements and uniform items.

Clothing Allowance
A yearly clothing allowance of one hundred ($100.00) dollars shall be payable
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annually-in-the-menth-of-Mareh.—The-clothing-allewanece-shall-be-prorated-for
new-hires-and-ferany-workeron-an unpaid leave-of absence-of ene-ormorefull

pay-periods: The clothing allowance will be divided by the number of pay periods
in the payroll calendar vear (26 or 27 pay periods depending on the payroll
calendar year) and the guotient will be paid to the worker each pay period. Newly
hired workers will receive the clothing allowance beginning on their pay period
of hire. Newly hired workers will not be paid the clothing allowance retroactively
to the first pay period of the payroll calendar vear. The County shall report the
uniform allowance as pensionable income for classic CalPERS members and
shall treat it as taxable for all employees. Clothing allowances shall be payable
to the following classes:

H18 Janitor

H67 Food Service Worker |

H66 Food Service Worker

I

M48 General Maintenance Mechanic |
M47 General Maintenance Mechanic
|l

M56 General Maintenance Mechanic
11

L35 Telecommunications Technician
N96 Heospital-Stationary Engineer
N93 Stationary Engineer (FAF)

N95 Sr-Hespital-Stationary Engineer
N95 Assistant Chief Engineer

If any classification above is required to wear a uniform and fall under 9.1 a) or

b) notice shall be given to the Union and the allowance will be discontinued.
Section 9.2 — Repair/Replace Claims [Union Agrees to 5/4/23 County Proposal -
TA[

Section 9.3 — Safety Shoes [Union Agrees to 5/4/23 County Proposal with revisions]
a) Reimbursement
Workers in classifications listed in Section 9.3(b) and meeting the requirements
of Section 9.3(c) shall be eligible for County approved safety shoes not to exceed
the cost of two hundred and fifty dollars ($250.00). The reimbursement or
voucher may include sole inserts.

b) Eligible Classifications
Airport Operations Worker Series
Animal Control Officer Series
Associate Telecommunications
Technician
Auto Attendant & Helpers



Auto Mechanic Series

Bindery Worker | (Delivery position only)
Chief of Party

Communications Cable Installer
Communication Systems Technician
Construction Inspector Series

Cook 4

Custody Support Assistant

Election Materials Processing
Coordinator/Asst

Election Systems Technician U/l
Electrical/Electronic Technician Series
Electronic Repair Technician Series
Engineering Aide 1/11

Emergency Vehicle

Equipment Installer

Engineering Technician

vl

Environmental Technician

Estate Property Specialist

Facility Maintenance Rep

Field Survey Technician Series

Fleet Maintenance Scheduler (Sherriff Office Only)
Fleet Parts Coordinator

Fleet Services Assistant Mechanic
Fleet Services Modification Mechanic

Fleet Services Mechanic

Food Service Worker /Il

Food Service Worker/Correction

Gardener

General Maintenance Mechanic Series

Janitors assigned to Facilities and Fleet

Law Enforcement Clerk (Sheriffs-Office-and-Admin—Booking—Records-Div:
onby)

Law Enforcement Records Specialist {Sheriffs-Office—and-Admin—Booking—
Records-Div.-only)

Law Enforcement Records Technician (Sheriffs-Office-and-Admin—Booking—
Records Div-only)

Laundry Worker I/l

Material Testing Technician Series

Messenger Drivers

Offset Press Operator

lll Park Equipment

Operator

Park Maintenance Worker Series

Parks Rangemaster Series




Park Services Attendant

Park Trail Specialist

Parking Lot Checker

Parking Patrol

Coordinator Probation

Assistant I/ll Probation

Counselors I/l

Property/Evidence

Technician Protective

Services Officer

Rangemaster Series

Road Maintenance Worker Series

Senior Warehouse Material

Handler

Sheriff Protective Services Officer

Sheriff's Technician (Sheriff's Office Civil and Court divisions)
Sign Shop Technician

Stationary Engineer/Senier Assistant Chief
Stationary Engineer FAF
-Stock-Clerk-Series
Storekeeper-Series-Material Supply Specialist
Telecommunications Technician

Traffic Painter Series

Utility Worker

Vector Control Technician I/11/Il1

Vector Control Ecology Ed

Specialist

Warehouse Material Handler

Series

Weed Abatement Inspector

Approved Safety Shoes/Mandatory Wearing Requirements

All workers in the classifications listed in 9.3(b) shall be required to wear
appropriate safety footwear, as authorized and approved by the County

Executive,

during all working hours unless the worker is occupying a position exempted

from the mandatory requirement.

A worker occupying an exempted position within a classification listed in Section
9.3(b) may participate in the safety shoe reimbursement program, provided if
the worker participates he/she shall be required to wear appropriate authorized
safety footwear as authorized and approved by the County Executive, during all

working hours.






Master Table Union PACKAGE
Proposal — 6/23/23

ARTICLE 10 - HOLIDAYS

Section 10.1 — Legal Holidays
The following shall be observed as legal holidays:

a) January 15t

b)  Third Monday in January (Martin Luther King, Jr. Birthday)
c)  Third Monday in February

d)  March 315t (Cesar ChaveZz’ Birthday)
e) Last Monday in May

e)f) Juneteenth 19

Hg)  July 4t

gh) First Monday in September

i) Second Monday in October

B)  Veteran's Day to be observed on the date State of California workers observe
the holiday

pk)  Fourth Thursday in November (Thanksgiving Day)
k) The Friday following Thanksgiving Day (Day after Thanksgiving)

bm) December 25"

mn) Other such holidays as may be designated by the Board of
Supervisors All previous informal time off practices are eliminated and

unauthorized.






MASTER TABLE UNION Package PROPOSAL -June 23, 2023

Section 12.9 — Educational Leave and Tuition Reimbursement Fund

a)

Tuition Re-imbursement and Educational Leave

The County shall maintain an educational leave and tuition reimbursement
program for the term of this Agreement. The total monies in this program will be
administered at the County level. The fund will consist of seven hundred fifty
thousand dollars ($750,000) per fiscal year for all Local 521 units in each fiscal
year. One-half (1/2) of each year's fund will be available on July 1 and on January
1.

Funds not used for any period shall be carried over for use in the next period.
No amount may be approved or expended beyond funds available for the term
of the Agreement. Tuition reimbursement funds shall not be used for County,
State, or Federal required licenses or certifications as outlined in Section 12.13.

CountyWise Classes

One hundred thousand dollars ($100,000) is hereby allocated in each fiscal year
from the Tuition Reimbursement Fund towards the costs of CountyWise classes.
Workers are entitled to enroll in CountyWise classes subject to training slots
being available but not subject to the requirements or conditions in ¢) through g)
below. These funds will be used for Local 521 represented workers only.

Five (5) workers shall be selected by the Union to participate in the quarterly
meetings of the Training Liaison Group.

Eligibility
Workers are eligible to participate in the educational leave and tuition
reimbursement programs provided:

+.——The-worker-is-notreceivingreimbursement-from-any-othergovermment
agency-or-private-seurce—{This-applies—to-werkers-applyingfortuition
reimbursementonlys)

1. If the worker is receiving tuition reimbursement from any other

government agency or charitable source, the county's contribution to
tuition reimbursement shall be capped at the amount not covered by the
other sources that are providing tuition reimbursement to the worker.

2 The training undertaken is related to the worker's occupational area or
has demonstrated value to the County.

3. The application was filed with the appointing authority or her/his designee
prior to the commencement of the course. Applications requiring time

1



d)

f)

off must be filed with and signed by the appointing authority at least ten (10)
days prior to the commencement of the course.

4. Substitute courses may be approved when approved courses are found
to be unavailable.

5, There are sufficient funds available in the program. (This applies to
workers applying for tuition reimbursement only.)

6. The worker has not exhausted the annual maximum reimbursement limit.
(This applies to worker's applying for tuition reimbursement only.)

Disapproval
Management may disapprove an application for tuition reimbursement and/or
educational leave provided:

1. Notice of disapproval is given to the worker within ten (10) working days
after receipt of the application; and

2. The County alleges disapproval is necessary because any of the
provisions above have-not been met. When a worker disagrees with the
disapproval and files a grievance, she/he shall be allowed to continue the
course with time off as provided for in this Section, except for denial based
on paragraph c(5) above. If a final determination is made against the
worker, time off shall be made up by working, charging vacation time or
comp time, or payroll deduction, and tuition reimbursement shall not be
paid. If a final determination is made supporting the worker, she/he shall
be fully reimbursed in accordance with this section.

3; The County and the Union agree to schedule an expedited grievance
arbitration within 30 calendar days of Step Il response.

Reimbursement

Total reimbursement for each worker participating in the program will not exceed
two three thousand dollars ($23,000.00) in each fiscal year. Meals, lodging, and
transportation costs will not be reimbursed pursuant to IRS regulations. Within
the above limit, workers shall receive full immediate reimbursement for tuition
and other required costs (including textbooks) upon presentation of proof of cost
and proof of course completion.

Deduction Authorization

The worker shall sign a note which states that, upon receipt of reimbursement,
he/she authorizes:

1. Deduction from his/her wages in the event he/she does not receive a

2



passing grade of C or better.

2. Deduction of fifty percent (50%) of the amount of reimbursement if he/she
leaves County employment within one (1) year after satisfactory
completion of the course (except if laid off).

8 Deduction of the full amount of reimbursement if he/she leaves County
employment before completion of the course (except if laid off).

g) Make-up Time
Workers taking a course only available during working hours must make up fifty
percent (50%) of the time away from job. Make-up time may be deducted from the
worker's accrued vacation, personal leave or compensatory time balance. Make-
up time will not be allowed when it results in the payment of overtime. The
department will make every effort to allow the worker time off except where the
payment of overtime will result. A worker and the appropriate level of Management
may mutually rearrange the duty shift beyond eight (8) hours but within the forty
(40) hour workweek for purposes of participating in non-duty education and/or
training deemed by the County to be to the benefit of the worker and the County
and such arrangement will be considered a waiver of Section 8.2.

h) Workers who are granted educational leave only but not tuition assistance, shall
reimburse the County through automatic leave reduction in the same manner that
educational leave was taken or reduction of leave balances or cashout at
separation, of fifty percent (50%) of the time away from the job under the following

conditions:
1. Failure to successfully complete the course or obtain a passing grade of C
or above;
2. Leaving County employment within one (1) year after successful completion
of the course (except if laid off); or
3. Leaving County employment before completion of the course (except if laid
off).

Section 12.10 — Joint Training & Career Developmeant Training Fund & Committee

The County and the Union agree that a comprehensive workforce planning and
development program will be jointly developed and implemented. The goal is to
implement a culture that values and invests in lifelong learning and enhanced career
opportunities. The work of the training fund will include the development of training
programs as a result of position eliminations. Through the work of the Fund, we can
achieve greater employee retention, satisfaction, including an increase in hard to fill
vacancies filled, that result in improved quality and services to the community. This
program_does not limit any other educational leave provisions or allocated monies
outlined in Article 12, to which an employee may be entitled.

Any SEIU 521 represented emplovee who works at least twenty (20) hours per week,
with a minimum of one (1) vear continuous service in any classification represented by

3



the Union immediately prior to receipt of application is eligible for the program.

A. Joint Training & Career Development Fund Committee

The County and the Union agree to the creation of a Joint Training, Retraining and
Career Development Fund and of a Committee to oversee the allocation of monies from
the fund in furtherance of the objectives outlined in this article.

Among the options for utilizing this fund, iit is the intent of the parties to leverage existing
training organizations, including, but not limited to, the Coalition of SEIU Unions Taft-
Hartley Trust when such organizations have proven, established programs that can be
made available to County workers quickly. In order to access the resources of the
Coalition of SEIU Unions Taft-Hartley Trust the County will not object to being bound by
the terms of the Trust Agreement, the Plan Document, and the rules and reqgulations

exceed what is available through the Joint Training & Career Development Fund.

The Committee may by mutual agreement also allocate funds from the Fund to the
Educational Leave and Tuition Reimbursement Program and the Continuing Education
Fund should the initial allotment not be sufficient to meet the needs of applicants in any

fiscal year.

The committee shall consist of nine (9) County representatives and nine (9) Union
representatives (one from each bargaining unit and one staff representative, who shall
meet monthly within thirty (30) days of ratification, to work towards addressing the

following:

o Create job shadowing programs, paid apprenticeship and internship
programs for identified hard to fill positions;

» Develop preceptor roles, including pay for training new employees in
various critical positions;

» Develop a career navigator program and roles to assist unit emplovees in
navigating promotional and training opportunities within the County;

e Jointly create a process to identify and forecast hard to fill positions and
where positions will be vacated due to natural attrition;

» Develop and implement process for training participants to promote into

vacant positions for which they have completed training or are otherwise

eligible, including recommendations for Merit System Rule Changes.

The committee shall operate as a partnership with shared decision-making about
participations, selection, development, implementation, and evaluation of proposed
training programs commensurate with a training implementation plan for each course that
shall be developed.

B. Funding



The County hereby agrees to contribute an amount equal to .22% percent of the gross
annual payroll of the SEIU 521 collective bargaining unit as of December 31 of the
preceding vear to the Fund, in each year of the Agreement, beginning with a pro-rated
contribution of .11% of the December 31, 2022 payroll on July 1, 2023 and the full .22%
contribution annually commencing on January 1, 2024.

Unused funds for the Fund shall remain in escrow with the Fund for training and program
development.

C. Educational Leave

Workers approved to participate in a training program pursuant to this Section or
other approved training programs under Article 12, shall participate with pay, not
to exceed sixteen (16) hours in any one (1) week, to attend classes during regular
working hours. The parties agree that permission to qualified candidates shall
not be denied for staffing reasons unless the number of hours of paid training
time in a department exceeds 2.5% of the scheduled hours of work in any month.
In cases where permission must be denied for this reason, the department will
endeavor to balance the opportunity for educational leave over time.

Workers participating in the proaram under this section only, shall commit to
remain_in the County for at minimum two (2) vears. Failure to remain for this
duration shall result in the worker reimbursing for all hours (up to sixteen hours
per week) related to Educational Leave.

Section 12.11 — Bereavement Leave

D e Tt

The County and the Union may meet and confer on any existing in-service programs
or proposed programs during the term of this Agreement at the department level.

Section 12.132 — State, Federal and/or County Required Continuing Education Fund

For the term of this Agreement, the County shall continue a fund of two hundred thousand
(5200,000) peryear, with rollover, to be administered at a County-wide level. The purpose of the
fund will be to provide reimbursement to workers for the costs of State, Federal and/or County
required continuing education.

a) General Provisions
1. Only workers whose classifications have mandated State, Federal and/or
County continuing education requirements shall be eligible for
reimbursement of costs of the mandated continuing education. A list of

5



b)

State,

eligible classifications shall be maintained by ESA. The County shall
provide the list to the Union at least annually. The Union shall be notified
of any changes to the list of eligible classifications.

Should Local 521 SEIU no longer represent any of these classifications
this provision shall remain in effect for the remaining classifications.
Workers shall not lose any rights to this fund because of reclassification
or retitling of a classification as long as the new classification also has a
State, Federal and/or County required continuing education.

The County and the Union shall meet prior to the printing of the
agreement to determine a notification method when affected
classifications are designated by the State, Federal and/or County to
receive this reimbursement.

This fund shall apply to all workers in classifications noted above who are
required by the State, Federal and/or County to take continuing education
courses. There are three eligibility periods. The first is between June 15,
20226 and June 13, 20234. The second is between June 14, 20234 and
June 12, 20242. The third is between June 13, 20242 and June 11, 20233.
Eligible workers may only apply for State, Federal and/or County mandated
continuing education courses. Workers may apply for reimbursement to cover
fees or tuition and books for State, Federal and/or County required continuing
education courses, workshops or seminars.

Total reimbursement for each worker participating in this program will not
exceed the actual amount of the continuing education.

Federal and/or County Mandated Continuing Education

Reimbursement

1.

Workers who must complete State, Federal and/or County mandated
continuing education requirements in order to maintain a State, Federal
and/or County mandated license or certificate may apply for
reimbursement under this provision.

Eligible workers may receive reimbursement for fees or tuition, books and
other required items if the course, workshop or seminar qualifies for State
mandated continuing education.

Lodging, travel and other incidentals are not reimbursable under this fund.

Funds for this provision will be paid to workers for classes taken in
eligibility periods as stated in Section 12.12(a). Requests for
reimbursement are to be submitted on a form provided by the County no
later than 60 days after the end of the eligibility period. The amount will
be disbursed upon presentation of receipt of proof of cost and proof of
course completion for required continuing education classes and subject
to the availability of funds.



5. Eligible workers will be required to seek reimbursement from this fund
first. Any remaining expenses may be reimbursed through regular tuition
reimbursement (Article 12.9) procedures. In no event shall the
reimbursement exceed the maximum allowed under the appropriate fund
or the cost of the course.

c) Reasons for Denial
Management may disapprove an application for reimbursement under this
provision provided:

1. There are not sufficient funds available in the program.
2. The worker has already received the maximum allowed under this program.

Section 12.143 - State, Federal, and/or County Required Licensure/Certification
Reimbursement

Only workers whose classifications have mandated State, Federal and/or County
licensing and/or certification requirements shall be eligible for reimbursement of costs
of the mandated County, Federal and/or State required license and/or certification. A
list of eligible classifications shall be maintained by ESA. The County shall provide the
list to the Union at least annually. The Union shall be notified of any changes to the list of
eligible classifications.

All eligible workers whose State and/or Federal mandated license/certification expires
in eligibility periods stated in Section 12.12(a) 4 may apply for reimbursement of the
actual cost ofthe licensure/certification no later than 60 days after the end of the eligibility
period. Requests for reimbursement are to be submitted on a form provided by the
County. The amount will be disbursed upon presentation of cost and proof of receipt
showing renewed license/certificate.

Section12.14—Education Reimbursement Committee

Fhe-County-and-the-Union-will-meet-evenysix{(8)-meonths-toreview-funds-under-Section
42.9-(a)-and-Section-12-12-and-proceduresfor-encumbering-funds-under-Section42.9
(a-d)}-By-mutualagreement the-parties- may-agree fo transfer money-between the funds
for-better-utilization-and/oer-change-procedures-for-encumbering-funds-under-Section

+2-9-4a-d):






ARTICLE 13 — BENEFIT PROGRAMS

MASTER UNION COUNTER PACKAGE PROPOSAL - 6/23/23

Section 13.1 — Workers’ Compensation [HOLDING TO CCL]

a)

b)

d)

Eligibility

Every worker shall be entitled to industrial injury leave when he/she is unable to
perform services because of any injury as defined in the Workers' Compensation
Act.

Compensation

A worker who is disabled as a result of an industrial injury shall be placed on leave,
using as much of his/her accumulated compensatory time off, his/her accrued sick
leave and vacation time as when added to any disability indemnity payable under
the Workers' Compensation Act will result in a payment to him/her of not more than
his/her full salary, unless the worker subsequently notifies his/her department
payroll unit of his/her desire not to have integration occur. The change from
integration to non-integration shall be implemented at the beginning of the next
pay period after such request.

The first three (3) days shall be charged to the worker's accrued but unused sick
leave. If the temporary disability period exceeds fourteen (14) calendar days,
temporary disability will be paid for the first three (3) days.

Industrially Injured Workers — Temporary Modified Work Program - Union
Rejects County proposal - No Change CCL

The County has established a program to return workers with temporary disabling
occupational injuries or illnesses to modified duty within the County as soon as
medically practical: Pursuant to the program, the County will make every
reasonable effort to provide meaningful work assignments to all such workers
capable of performing modified work. The maximum length of such work program
shall not exceed twelve (12) weeks. With the approval of the Worker's
Compensation Division, a temporary modified work assignment may be extended
to no more than 16 weeks.

There are three kinds of "Temporary Modified Work™ shown in order of preference:
1. Return to the worker's same job with some duties restricted.

2, Return to the same job, but for fewer hours per day or fewer hours per week.
To be used if an injured worker cannot return on a full time basis.

3. Return temporarily to a different job. This is the least desirable and will only
be attempted if the regular job cannot be reasonably modified to meet the
injured worker's medical limitations.

Treatment Following Return from Leave
Workers required by their physician to undergo therapy or treatment due to an
industrial injury shall receive leave with pay under the following conditions:



1. Treatments are being paid under Workers' Compensation.

2. The therapy or treatment falls within the worker's normal working hours.

3. Applies only to actual prescheduled treatment time and reasonable travel
time.

4. The worker provides a statement from the treater.

e) Clothing Claims
Loss of, or damage to, a worker's clothing resulting from an industrial injury which
requires medical treatment will be replaced by the County through the following
procedures:

The Department/Agency will review and make a determination on all such
incidents as submitted in writing by the worker. Reimbursement will be limited to
the lesser of:

i= 75% of proven replacement cost, or
2. the repair cost.

However, both of the above are limited by a fifty dollar ($50.00) maximum. (Nothing
in this Section is intended to replace or supersede Section 9.2 which provides for
replacement of items damaged, lost or destroyed in the line of duty.)

Section 13.2 — Insurance Programs
a) Medical Insurance

1. Insurance Plans

The County and covered workers shall share in the cost of medical plan
premiums. The County, in order to provide one health plan where there is
not premium sharing, shall continue to offer Valley Health Plan without
premium sharing. The County will pay the cost of any premiums for
“employee only” and “employee plus dependent” tiers that is not covered by
the workers’ share of the premium. The worker share shall be as follows:

Valley Health Plan 0% Single, Adult and child(ren), Two adults or Family
Non-VHP HMO 0% Single, 2%, Adult and child(ren), Two adults or Family

POS 0% Single, $52.83 Family



Adult Two
Provider | Single _and Adults Family
child(ren)
Valley
Health 0% 0% 0% 0%
Plan
Non-
VHP 0% 2% 2% 2%
HMO
s5283 | 9283 86283
POS 0% per pay b P
period pay pay
period | period

Effective with coverage on or about January 1, 2012, the Kaiser Plan will be
changed to $10 co-payment for office visits, $35 co-payment for emergency
room visits, $5-$10 co-payment for prescriptions (30-day supply) and $10-
$20 co-payment for prescriptions (100-day supply), and $100 co-payment
for hospital admission; the Health Net Plan will be changed to $15/$20/30%
(Tier 1/2/3) co-payment for office visits, $50/$75/30% co-payment for
emergency room visits, and $5/$15/$30 (generic/brand/formulary) co-
payment for prescription (30-day supply) and $10/$30/$60 co-payment for
prescription (90-day supply).

The County and covered workers shall share in the cost of medical plan
premiums. The County will pay the cost of any premiums for “employee
only” and “employee plus dependent” tiers that is not covered by the
workers’ share of the premium. The worker share shall be as follows:

Valley Health Plan: of total premium cost for the following coverage tiers:
0% Single, 0% Adult and child(ren), Two adults or Family

Non-VHP HMO Plan of total premium cost for the following coverage tiers:
0% Single, 2% Adult and child(ren), 2%Two adults or 2%Family

POS Plan: 0% of total premium cost for Single and $52.83 for Family

The required percentage of premium sharing shall be based on the actual
premium in effect on June 23, 2013. This-shall-be-reviewed-in-the-limited

Feopener




Geamwm%mm@mmmm
Care-Act-and-replace-the POS-plan—This-reopenershall-include-discussion
on—-a—-nafrow—and—a—broad—network—forVHP-and—other-healthcare—cost

2. Dual Coverage
Married couples and registered domestic partners who are both County
workers shall be eligible for coverage under one medical plan only with the
County paying the full premium for dependent coverage. County worker
couples are not eligible to participate in the Health Plan Bonus Waiver
Program.

3. Domestic Partners
Benefits shall be provided in accordance with Article 14 Domestic Partners.

4. Medical Premium Payments During Family Leave Without Pay, Medical
Leave Without Pay and Industrial Injury Leave
The County will pay the medical premium subject to the applicable co-
payments in this Section as follows:

a. For a worker on parental or industrial injury leave without pay or
medical leave without pay, up to thirteen (13) pay periods of worker
only coverage. A portion of the leave may include dependent
coverage in accordance with the Family and Medical Leave Act, the
California Family Rights Act and the County’s Family and Medical
Leave Policy.

b. For a worker on family leave without pay, in accordance with the
County's Family and Medical Leave Policy, up to twelve (12) weeks
of dependent coverage.

5. Medical Benefits for Retirees
a. For workers hired before August 12, 1996.

The County shall contribute an amount equal to the cost of Kaiser
retiree-only medical plan premium to the cost of the medical plan of
workers who have completed five (5) years service (1305 days of
accrued service) or more with the County and who retire on PERS
directly from the County on or after December 5, 1983. Retirees over
65 or otherwise eligible for Medicare Part B must be enrolled in such
a plan, and the County shall reimburse the retiree for the cost of
Medicare Part B premium on a quarterly basis. This reimbursement
is subject to the maximum County contribution for retiree medical.
The surviving spouse or domestic partner (as defined in Article 14,
Domestic Partner) of a worker eligible for retiree medical benefits
may continue to purchase medical coverage after the death of the
retiree.



For workers hired on or after August 12, 1996.

The County shall contribute an amount equal to the cost of Kaiser
retiree-only medical plan premium to the cost of the medical plan of
workers who have completed eight (8) years of service (2088 days
of accrued service) or more with the County and who retire on PERS
directly from the County. Retirees over 65 or otherwise eligible for
Medicare Part B must be enrolled in such a plan, and the County
shall reimburse the retiree for the cost of Medicare Part B premium
on a quarterly basis. This reimbursement is subject to the maximum
County contribution for retiree medical. The surviving spouse or
domestic partner (as defined in Article 14, Domestic Partner) of a
worker eligible for retiree medical benefits may continue to purchase
medical coverage after the death of the retiree.

For workers hired on or after June 19, 2006.

The County shall contribute an amount equal to the cost of Kaiser
retiree-only medical plan premium to the cost of the medical plan of
workers who have completed ten (10) years of service (2610 days of
accrued service) or more with the County and who retire on PERS
directly from the County. Retirees over 65 or otherwise eligible for
Medicare Part B must be enrolled in such a plan, and the County
shall reimburse the retiree for the cost of Medicare Part B premium
on a quarterly basis. This reimbursement is subject to the maximum
County contribution for retiree medical. The surviving spouse or
domestic partner (as defined in Article 14, Domestic Partner) of a
worker eligible for retiree medical benefits may continue to purchase
medical coverage after the death of the retiree.

For workers hired on or after September 30, 2013.

The County shall contribute an amount equal to the cost of Kaiser
retiree-only medical plan premium to the cost of the medical plan of
workers who have completed fifteen (15) years of service (3915)
days of accrued service) or more with the County and who retire on
PERS directly from the County. Retirees over 65 or otherwise eligible
for Medicare Part B must be enrolled in such a plan, and the County
shall reimburse the retiree for the cost of Medicare Part B premium
on a quarterly basis. This reimbursement is subject to the maximum
County contribution for retiree medical. The surviving spouse or
domestic partner (as defined in Article 14, Domestic Partner) of a
worker eligible for retiree medical benefits may continue to purchase
medical coverage after the death of the retiree.



e. Such years of service expressed in a., b., c., and d. above must be
continuous service with the County and shall have been completed
immediately preceding retirement directly on PERS from the County.

f. Delayed Enrollment in Retiree Medical Plan
A retiree who otherwise meets the requirements for retiree only
medical coverage under Section 13.2 (a) 5 subsections a, b, ¢, ord
may choose to delay enroliment in retiree medical coverage.
Application and coverage may begin each year at the annual medical
insurance open enroliment period after retirement.

g. Employee Contribution Toward Retiree Medical Obligation Unfunded
Liability - Union accepts County proposal of 4/14/23
Effective pay period 15/14, June 22, 2015, all coded employees shall
contribute on a biweekly basis twelve dollars and fifty cents ($12.50)
toward the retiree medical obligation unfunded liability. Such
contributions are to be made on a pre-tax basis and employees shall
have no vested right to the contributions made by the employees.
The-County-shall-make Such contributions shall be used by the
County exclusively to offset a portion of the County’s annual required
contribution amount to the California Employers Retirement Benefit
Trust established for the express purpose of meeting the County’'s
other post employment benefits (OPEB) obligations and shall not be
used for any other purpose.

h—Limited—Reopener—on—Retiree—Health—Reimbursement—Account:
Union Agrees to delete this Section per County Proposal

Effective-the-third-year-of- the-agreement-the-County-and-the-Unien
shall-reopen-this-section-solely-to—consider-the—option-ofa—retiree
health—reimbursement-account—Any-—changes—shall-only-be—upen
mutual-agreementof-both-parties:

Dental Insurance
The County agrees to contribute the amount of the current monthly insurance
premium for dental coverage to cover the worker and full dependent contribution.
The existing Delta Dental Plan coverage will be continued in accordance with the
following schedule:

Basic and Prosthodontics: 75-25 - no deductible. $2,000
maximum per patient per
calendar year.

Orthodontics: 60-40 - no deductible. $2,000
lifetime maximum per patient
(no age limit).



d)

The County will pick up inflationary costs for the term of the agreement.

The County will continue to provide an alternative dental plan. The current
alternative dental plan is Liberty Dental. The County will contribute up to the same
dollar amount to this alternative dental plan premium as is paid to the Delta Dental

Plan.

Health Plan Bonus Waiver Program [UNION AGREES WITH 5/2/23 COUNTY
PROPOSAL - TA

With proof of alternative medical coverage, a worker may opt to waive County
provided medical coverage:

1

Effective with each new plan year, a worker who waives medical coverage

for self and family must do so for the entire plan year by signing up in a
special the open enrollment period. in-the-prior November The worker shall
then receive a bonus of seventy-four dollars ($74.00) gross payment per
pay period (subject to the usual payroll deductions) commencing in the pay

period when open enroliment changes take effect.the-first-pay-period-ofthe
pay-yearand-through-the-end-of-the-pay-year-

A part-time worker who waives medical coverage will receive a pro-rated
bonus payment according to the code status. At the end of a plan year, a
part-time worker may submit a request for supplemental bonus payment to
ESA-Benefits Department Division for adjustments due to additional hours
worked beyond code status.

A new hire worker may waive medical coverage at the time of new
employment and receive a pro-rated bonus of seventy-four dollars ($74.00)
gross payment per period starting with the first full pay period.

During the plan year, a worker participating in this Program is eligible to re-
enroll for coverage within thirty (30) calendar days of an Internal Revenue
Service (IRS) defined qualifying event. A worker who re-enrolls shall no
longer be eligible to receive the bonus waiver payment effective with the
date of coverage.

Retirement is not an IRS defined qualifying event. If a worker who is enrolled
in the Health Plan Bonus Waiver Program retires during the plan year, the
retiree is not eligible to enroll in retiree medical coverage upon retirement
until the next open enrollment period after retirement, typically in
September.

Life Insurance
The County agrees to continue the existing base group Life Insurance Plan of
twenty-five-thousand ($25,000) per worker.



f)

g)

Vision Care Plan

The County agrees to provide a Vision Care Plan for all workers and dependents.
The Plan will be the Vision Service Plan - Plan A with benefits at 12/12/24 month
intervals with twenty dollar ($20.00) deductible for examinations and twenty dollar
($20.00) deductible for materials. The County will fully pay the monthly premium
for worker and dependents and pick up inflationary costs during the term of this
agreement.

Flexible Spending Account (FSA) Plan

The County has implemented a Flexible Spending Account (FSA) Plan in
accordance with Internal Revenue Code (IRC) Section 125 and its Board approved
Plan Document. The County established FSA plan enables a County employee to
set aside a bi-weekly payroll deduction on a pre-tax basis for reimbursement of
IRS approved eligible medical/dental expenditures for the employee and/or his/her
dependents. The bi-weekly payroll deductions are subject to the maximum annual
allowable limits under the County’s Plan Document and, subject to any federal
limits and regulations.

County-wide Benefits
The parties agree that, during the term of this Agreement, County-wide changes
in benefits, such as medical, dental, holidays, or retirement, shall be applied to
workers in these units.

Section 13.3 — Training for Disabled Workers
MocationalRehabiliation

\When-a-worker-is-datarmined-by-the Ceunty-unable-to-return-to-the-classification
inwhich-he/she-was employed-at-the-time-of injury-or-illness-because-of-a-work-
connected-iiness-or-injury-and-does-nobt-elect-a-disability-ratirementthat-worker
will-be-offered-vocationalrehabilitation |f a worker is unable to be accommodated
to_return to work after an industrial injury, the injured worker(s) are entitled to
supplemental job displacement benefits, subject to California  Workers
Compensation Law.

Lateral Transfer/Demotion Openings

If the worker meets all the qualifications for a particular position (this would take
into account his/her medical limitations, prior work experience and skills) and an
opening exists that involves a lateral transfer or demotion, the position shall be
offered to the worker.

Salary Level

In accordance with Chapter VI, Article 5, Section A25-661 (e) of the Personnel
Practices,"...the salary of the employee shall be placed at the step in the salary
range which corresponds most closely to the salary received by the employee as
of the time of injury. In the event that such a demotion would result in a salary loss
of more than ten (10) percent, the employee's new salary shall be set at the rate



closest to but not less than ten (10) percent below his salary as of the time of
injury.” It is understood that "salary as of time of injury" as used in the previous
sentence refers to range and step, not specific dollars.

c) Training Program
In those cases where the worker may not have the necessary prior experience or
all the required skills but there is reasonable assurance that the worker will be
capable of obtaining them through a designated formal on-the-job training
program, the County will make reasonable efforts to place the worker in a training
program.

d) Placement Review
If, after a period on the job, it is demonstrated that the worker is unable to develop
the required skills, knowledge and abilities and/or cannot meet the physical
requirements to handle the new position, he/she will be placed on a leave of
absence and the placement process begins again.

e) Promotions
Any position which involves a promotion will call for the normal qualifying
procedures, written and/or oral examination. However, if it is found that a worker
meets all the qualifications for a higher paying position and an eligibility list is
already in existence, the worker shall be allowed to take a written and/or oral
examination, and, if the worker qualifies, the worker's name will be placed on the
eligibility list commensurate with his/her score.

H—Referral-to-Accredited -Rehabilitation-Ageney
Ir-those-cases-where-the-County-is-unableforonereason-or-anetherto-place-a
worker—in—a—comparable—occupation—that-worker's—case—will-be—referred-to-an
acereditedrehabilitation-agenecy-as-approved-by-the Divisionoflndustrial Aceidents
for-testing-sounseling-and-retraining-ateitherthe County's-or-State's-expense-

e)f)  State Legislation
The provisions of this Section shall not apply if State legislation removes from the
County the control of training for disabled workers.

Section 13.4 — Deferred Compensation Plan

The County will continue the present deferred income plan. If the County proposes to
change the plan it shall provide appropriate notice to the Union and the parties shall meet
and confer over said changes.

Section 13.5 — Joint Health Care Cost Containment Committee

A Joint Union-Management Committee with equal representation of management and
Union will continue to meet and further develop measures for limiting increased health
plan costs (without shifting such costs to workers or reducing the level of benefits or
quality of care). The committee will be responsible to explore health plans, including
health plan options and dental changes and other topics on an as needed basis.



The Health Care Cost Containment Committee will also investigate other plan options for
workers and retirees outside of the Santa Clara County service area, including contracting
with out of area government agencies for local health plan coverage. With the agreement
of the Union and the County, there shall be a limited mid-term re-opener for the purposes
of implementing optional plans or changes to workers' benefits.

Section 13.6 — Joint Childcare Committee

The County and the Union agree to continue the Joint Childcare Committee. The
committee shall continue to meet and confer regarding the creation and implementation
of a Childcare Program for County workers at no cost to the County. The Dependent Care
Assistance Tax Program will continue at no cost to the County during the term of this
Agreement unless legislative changes or lack of enroliment determine continuation to be
impractical.



APPENDIX L—-EXTRA HELP AND INTERMITTANT WORKERS

IMASTER UNION Package PROPOSAL - 6/22/23

A.
1.

Extra Help

Purpose

In order to detail the limitations and the use of extra-help in
classifications covered by this Agreement and in order to provide
specific notice of extensions of such usage, the parties agree as
follows:

Policy Statements (Non-Grievable)

a)

b)

An extra-help appointment is one made to a non-
permanent position established to meet a peak-load or
other unusual work situation.

No extra-help workers will be retained in a department
where there are workers on a re-employment list in the
same classification unless the workers on the re-
employment list refuse the extra-help work or do not
possess the necessary skills.

It is the policy of County that persons who work as extra-
help employees shall be compensated on an hourly basis
in accordance with the provisions of the Santa Clara
County Salary Ordinance and the duties to which they are
assigned if they meet all the expected minimum
requirements for the comparable permanent position.
They are expected to meet all such minimum
requirements.

Limitations

a)

No person may receive pay in an extra-help capacity in any
classification in the same department for more than one
thousand forty (1,040) hours in any fiscal year, unless
otherwise approved by the Board of Supervisors.

No person may receive pay in an extra-help capacity in any
classification in another department for more than one
thousand forty (1,040) hours in the same fiscal year,
unless the extra help worker is filing 1) a vacant coded
position for which there is an active recruitment for a coded
worker; or 2) a permanent or probationary worker is on
leave of absence; or 3) the position is frozen by Freeze
Exemption Review Committee; or 4) to meet peak-loads or
projects. In order to meet peak-loads or for projects, a

1
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department must receive authorization from the Director of
Personnel prior to hiring an extra- help worker who has
completed 1040 hours in another department during that
fiscal year.

b) No more than one (1) extension of 520 hours may be
granted in any fiscal year.

Extension(s) of Limitations
If an extension is to be requested pursuant to 3(a) above, County
shall give prior written notice of such request as provided below.

a) Notice from County shall be provided to the Union at least
twenty (20) working days in advance of the scheduled
Board of Supervisors' meeting. Union shall respond within
five (5) working days from date of receipt with request to
meet and discuss; or Union is deemed to have waived
meet and discuss. Union shall attempt to respond sooner,
if possible.

b) County and Union shall meet and discuss for not more than
ten (10) working days within receipt of written request from
Union. If concerns are not alleviated or agreement not
reached, County may proceed.

c) The Board of Supervisors may proceed without meeting
and discussing, if they determine circumstances justify
urgency action. Reasonable advance written notice of
intention to proceed on such basis shall be provided Union
prior to meeting of Board; provided nothing herein shall
hamper the Board's lawful exercise of authority under
State law in emergency situations.

Extra Help workers shall be subject to the provisions of

Article 2; Section 3.1, Section 3.2, Article 4, section 7.1,

Section 7.6, Section 7.7 Sections 8.4, 8.5, 8.6

8.9, 8.10 8.12, 8.15 and 8.16, Section 9.3, Article 13.4, Article 16,
Article 18, Articles 25, 26, 27, and 28, and all applicable bargaining unit
differentials of the Agreement between the County and Local 521. The
following shall also apply to extra help workers:

a) For extra help hospital workers, overtime is defined as time
worked beyond eighty (80) hours in any fourteen (14) day
consecutive work period, or beyond eight (8) hours in any
workday. For extra help workers, who do not meet the
FLSA criteria for different work periods, overtime is defined

2
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as time worked beyond forty (40) hours in any seven
consecutive day work period or beyond eight (8) hours in
any workday. Compensation for overtime shall be paid in
cash at the rate of one and one-half (1 1/2) times the
regular hourly rate.

b) When assigned and worked, Extra Help Workers shall be
paid at time and one-half for all hours worked on County
holidays.

c) Where extra help workers are required to wear uniforms the
department will provide to workers.

d) Any worker who believes he/she needs safety shoes to
safely perform his/her assignment, s/he may request a job
hazard assessment of his/her assignment to County
OSEC. An assessment shall be conducted by County
OSEC or the Safety Coordinator or department
designated representative (who is trained to conduct
assessments) within 60-90 calendar days to determine
whether the position requires safety shoes. If a decision is
made that the position requires a safety shoes, the County
shall provide safety shoes for use within 120 calendar
days.

e) Extra help workers shall be eligible to participate in the
County 457 b) Deferred Compensation plan.

Reports

The County shall, each month, furnish the Union with a list of all
extra-help worker names, classification, department, and hours
worked. Each year in the month of July, the County shall provide
the Union a summary of all extra help hours in classifications
represented by SEIU Local 521 by name, classification,
department, cost center, step placement and hours for the entire
preceding FY.

Extra-Help Labor/Management Commitee Meetings

The County and the Union will-_shall meet twice_quarterly -per
year—during the term of the agreement for the purpose of
reviewing use of personnel service contracts and discussion-of
appropriate extra-help usage_ for operational purposes._The
parties aqree to the creation of six (6) County representatives and
six (6) representatives from SEIU, whom shall be granted release
time for these meetings.
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- The Committee shall work cooperatively to:

» |dentify and recommend processes for ending long-term
extra help and provisional employment;

¢ Review utilization patterns within departments;

¢ |dentify departments that may be better staffed with a
higher percentage of permanent positions;

e Review and make recommendations on the use of
personnel contracts with the goal to reduce/eliminate
personnel contracts;

e |dentify and address challenges and moving extra help
workers into permanent positions.

= |dentify and increase the number of classes for continuous
recruitment;

= Screen all applications within five (5) working days of recruitment
closing;

= Use of interviews in place of examination for purposes of hiring;

= Score all exams within five (5) working days of testing;

=  Provide all certification lists to department/agency within
three (3) days of a request;

= Use the Internet for recruitment;

»  Start recruitment process before some jobs become vacant

= Utilize transfer list for Extra Help to apply and promote into vacant
coded positions;

= Train managers and supervisors on the effective use of
eligible lists, filling temporary vacancies and using the
recruitment process; and alternatives to extra help usage
including  Provisional and  Substitute  Provisional
appointments. Training materials shall be provided to the
Union.

=  The County and the Union shall meet annually to review
and evaluate the effectiveness of the identified
streamlining methods.

The Committee shall submit quarterly reports to the County
Executive and the Chief Elected Officer of SEIU 521.

Retained for historical purpose Grandfathering/parenting of
Benefits from Extra Help Transition Program

A final process is established, for the term of this agreement, to
transition certain extra help/intermittent workers into reguiar
coded vacancies. It is agreed that regular coded worker's rights
shall supersede the extra help/intermittent transition program.
The following provisions apply:

a) As of 7/1/06, an extra help worker (including existing

4



APPENDIX L — EXTRA HELP AND INTERMITTANT WORKERS

Intermittent Workers) must have an average of 60
hours each pay period for the last two (2) fiscal years
(7/1/04 - 6/30/06).

b) Transition is to either the last classification for extra
help work or if more than one classification held then
to the highest classification held in these last two (2)
fiscal years.

c) Transition either to the last classification for extra help
work, or, if more than one extra help classification
held, then to the highest classification held in the last
two fiscal years.

d) The order of offer for transitioning into coded
positions will be in order of higher number of extra
help hours in the last two (2) fiscal years;

e) Worked a total of 6,240 hours over the last 5 years; or

f) Worked an average 50 hours per pay period for those
extra help workers with more than 5 years of extra
help status;

Q) Meet minimum qualifications for the job class, and

pass any skill test and qualifying examination
required of the classification;

h) Serve an original probationary period; and,

No new codes will be created by the County for the purpose of
this Program. Former intermittent workers will maintain their
hours accrual towards eligibility for health insurance. Formerly
intermittent workers will remain at their current step placement
and continue to progress through the step system in accordance
with Section 10 of this article. Extra help workers who transition
into regular codes will have an eight (8) year vesting period for
the retiree health program.

Extra Help Workers shall be eligible and may elect to enroll in the
Valley Health Plan after 1,040 paid hours of employment. The
worker shall pay a pro-rata portion of the total monthly premium
costs based on the following:

a) During the first year (26 pay periods) of eligibility of
enrollment in the Valley Health Plan, the Worker is eligible

5
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b)

d)

9)

for 50% subsidy of “worker only” premium by the County,

During the second year (52 pay periods) of eligibility of
enrollment in the Valley Health Plan, the Worker is eligible
for 75% subsidy of “worker only” premium by the county,

During the third year (78 pay periods) of eligibility of
enrollment in the Valley Health Plan, the Worker is eligible
for 100% “worker only” premium contribution by the
County or 50% subsidy of family coverage.

During the fourth year (104 pay periods) of eligibility of
enroliment in the Valley Health Plan, the Worker is eligible
for 75% subsidy of family coverage.

During the fifth year (130 pay periods) of eligibility of
enrollment in the Valley Health Plan, the Worker is eligible
for 100% family coverage premium payment by the
County.

Eligible workers shall be allowed to purchase dependent
coverage through payroli deduction.

County paid medical coverage shall be suspended after
two (2) pay periods of no paid time.

Salary Steps

a)

b)

If at step 1 on June 24, 2013, remain at step 1 until 1040
hours are reached by extra help workers after June 24,
2013. Subsequent step increases, step 2 through 5 will
occur after each 2080 hours.

If at step 2 or higher on June 24, 2013, remain at that step
with movement to subsequent steps, through step 5, to
occur after each 2080 hours.

Sub-steps 98 and 99 abolishment:

Sub-steps 98 and 99 shall be abolished effective June 24, 2013.

Extra help workers hired on or before June 24, 2013 and who
remain in sub-step 98/99 on or after June 24, 2013 shall be
placed in step 1 starting from June 24, 2013.

Extra help workers hired after June 24, 2013 into sub-step 98/99
shall be placed in step 1 starting from the date of hire.

6
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B. Continuation of the Former Intermittent Worker Benefit Program
The County and the Union agreed to eliminate the Intermittent
Worker Program effective June 20, 2006. All Former Intermittent
Workers who became Extra Help workers and who elected to
enroll in Valley Health Plan as of June 19, 2006, will continue the
current schedule of benefits. The worker shall pay a pro-rata
portion of the total monthly premium costs as in subsection A.9
above.

C. Other Provisions
The County and the Union mutually agree to continue the
following provisions of the agreement from the prior re-opener on
the issue of extra help use as follows:

1. Extra Help Usage Cap

Extra help use shall be capped at 1,250,000 hours per
fiscal year. Extra help workers working for The Registrar
of Voters shall not be counted against the 1,250,000 hour
cap. In the event of unanticipated circumstances, which
cause additional usage of extra help hours, the County
may exceed the extra hour usage caps only after meeting
and conferring with the Union and reaching mutual
agreement.

2—\Where-afive-persent{6%)-vacansy-exists-withina
classification/seriesno-ExtraHelp-shallbe-added-inthe
Department—The-County-shall permit Extra-Help-to-apply-inte
permanentpositions-through-the Transferline-and-utilize the
intepdew-process-inlieu-of examination-to-expedite-the-hiring
process:

D—

F—Streamlining-of-the-Hiring Processes:
The County-and-the-Unioa-jointly-identifiedmethodsto
straamiina-tha-hiring-proesss-in—an-—efort-lo-raduea-the
restHor—exbra—hols—\Whar—applicable—these—meathods

recruitment:

b——Screen-all-applications-within-five (5)-working-days-of recruitmant
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d)>—Provide -all certification lists to-departmentiagency-within

three-3)days-ofarequest:

g)—TFrain-managers-and-supervisors-on-the-effective-use-ef
eligiblelists,filling—temporary—vascancies—and—using—the
d-alternativesto-extra-help-usage

racruitrnentprocess;:an

including—Provisiopal—and—Substitute—Provisienal

appointments-

h)— The-County-and-the-Union-shall-meet-anpually-to-review
and—evaluate—the —effectiveness—of —the—identified

Pathway-to Permanency: Extra Help Unclassified Process:

a. The County will offer a one-time opportunity for Extra Help workers to move into

the unclassified positions under the following conditions:

i. The County will alternatively staff the following classifications as unclassified

and classified:

Ge&m%mendﬂeima—ef—eeée@ela%}ﬂeaﬂons with the necessary
skill-sets-for-specificjobs,thusreducing-training-thme-

Onp—January-3—2041—the-County—established—a—PRilet-Pregram
which-centralizes-hiring-of-the-below-extra-help-classifications-as
well-as—expedite—the—hiring—ofceded—classifications—with—the
necessary-skill-setsfor-specific-jobs,-thus-reducing-training-tire:
Below-are-the-affected Classifieations

Department Specific
Classifications

County-wide Classifications / HHS Specific Classifications

Food Service Worker Series! and
Food Service Workers Corrections

Health Information Clerk /!l

Janitor

Health Services Representative Series

Office Specialist H Series

Hospital Services Assistant Il

Office-SpesialistiHl Library Page

Medical Assistant

Steck-Clerk Respiratory Care
Practitioner Series

Medical Laboratory Assistant Seriesl
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Medical Social Worker Mental Health Worker

Community Worker Pharmacy Technician/Pharmacy Assistant
Medical Unit Clerk
Pharmacist

Probation Counselor Patient Transporter

Warehouse Materials Handler Series| Licensed Vocational Nurse

Clinical Dietitian Series Respiratory Care Practitioner Series

Materials Supply Specialist Sterile Processing Technician

The-following-ten-classifications—are-those -agreed-to-be-added-to-the
Program:

- 0 o Classificat]
GSIEE”';.?. mrde, Department-Sp HHS-Specil

oo S Tat] Viontar Hoalh Wor
Community-\Worker PharmacyFechnician

i 5 Vodical UmiClor
Warehouse-Materials-HandlerSeries | Health-lnformation-Clerk-l
Probatien-Counselor RatiantTransporier

Food Service WorkerCorrection Licensed-Vocational-Nurse

i. To qualify, Extra Help workers must: 1) meet the employment
standards of the classification into which they seek to be
appointed; and 2) have worked a minimum of 1040 hours in the
last two (2) vears.

iii. On August 7, 2023, the appointing authority, may select for an
unclassified position any extra help employee in_the
classifications under Section 2.a.i above who meet the
requirements in Section 2.a.ii.

iv. The parties agree to address in the Extra Help Committee
(Section 7 of this Article) to inform and develop joint trainings,
coaching, and testing support/trainings to prepare workers to
succeed.

V. Employees will have up to nine (9) months to have a favorable
promotional rating form completed by their manager/supervisor.
If the employee receives a favorable promotional rating form, the
employee must take and pass the qualifying test to qualify to
make a status change and be promoted into the coded classified
position they are currently holding.

Extra-help-workers-hired-in-the-designated-pilot-classiications;

9
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shall-be—required-to-have-a-passing-score-on-exam-prior—to
eraployment—Should-there-be-an-urgeneyte-hire-into-suech-extra-
help-classifisations—tha-pra-employment-examination-may-be
waived-upon-the-approval-of-the-Personnel-Direstor—However;
the—qualifying—examination-must-betaken-within-sixty-days—of
employment-Those-workers-failing-to-achieve-a-qualifying-score
(FO%rshallnetbe-eligible-to-be-placed-into-a-codad positien-n
that-classification-under-this-program-

Fhe—County—and—the—Union—shall-meel—within—980—days—of
agreament-to-discuss-options-in-assisting-extra-help-empleyees
achieve—employment—in—coded—positions.—Discussions—shall
include training-to-assistextra-help-employees-be-successiulin
tha-testing-process-and-job-advancemzant-skills—Regular-coded
workers —righis—shall-supsreede —any—extra—heslo—Transition
Program-devalopad-from-this-section:

The parties —agree {o—mset 1o evaluate the Pathway 1o
Permanency-Rrogram-if-requested-by-either-the-County-or-the
Unien.

24. Float Pools:
Continue the Float Pool program established in Santa Clara
Valley Health and Hospital System and in the Department of
Correction. Float positions are used to cover the absences of
classified or unclassified workers for special projects as
needed.

The program in Santa Clara Valley Health and Hospital System
consists of the following classifications:

Classification # of Codes
Hospital Services Assistant |l 7
Janitor 3
Health Services Representative 5
Medical Assistant 1
Nursing Attendant 4
Office Specialist | 3

The program in the Department of Correction will consist of two (2)
Float positions to be selected by management from the
classifications of FSW- Correction, Cook Il, Dietetic Assistant or
Baker.

3.5. Part Year Codes

10
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The County and the Union agreed to the establishment of half-
year (13 pay periods) and three-quarter year (19 pay periods)
positions in the Department of Parks and Recreation. Workers
hired into such positions shall work full-time for either 13 or 19
pay periods. The County agrees to expand to other areas as
appropriate by agreement of the County and Union.

Workers hired into such positions shall be eligible for benefits as
full-time employees for the effective time period (13 pay periods
or 19 pay periods) of the code. Workers who work beyond the
time period of the code shall be eligible for benefits in accordance
with Section 7.4b) of the Agreement between the County and the
Union.

All time worked in a part year coded classification will be used for the
purposes of determining a part year worker's probationary period under
Section 6.1.

Workers in half-year or three-quarter year codes shall not be
eligible for coverage under Article 5 - Layoff.

Workers in such positions shall be released from County
employment at the expiration of the time period established for
the position, but may be retained on an as needed basis by the
Department of Parks & Recreation. Workers released from such
positions because of the expiration of time for the position are not
guaranteed recall into such positions in subsequent years. To the
extent that the County determines to fill such positions in
subsequent years, workers will be recalled by classification and
seniority.

Seniority shall be defined as the date of hire within a part year
coded classification in the Department of Parks & Recreation
within the classified service of the County. For the purpose of
computing total time in the worker's classification, the worker will
be given credit for all time in any part year classification at the
same or higher salary level, in which status had formerly been
held. Date of hire shall be adjusted for all time on leave without
pay, which extends beyond one full pay period, but shall not be
adjusted for all time on maternity leave, worker's compensation
leave and military leave. :

The hiring for the positions will be done according to Merit System
Rules. For the initial hiring, the Department of Parks & Recreation
the 1999 seasonal workers were offered positions by seniority
based on the total length of extra help service as determined by

11
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the department and in consultation with the Union.

The County agreed to delete the extra help classification of Park
Aide and to establish the classification of Parks Services
Attendant.

4.6. Reports:
a) Extra help hours report:
The County will modify the bi-weekly extra help hours
report to include the total number of extra help hours in
each budget unit and the original date of hire of each extra
help worker. Any date prior to February 23, 1998 will not
be considered.

b) Quarterly reports to Board of Supervisors:
If the Board of Supervisors is provided with a quarterly
report on extra help workers represented by Local 521, the
report will include the total number of hours by
department/agency. Local 521 will be provided with a copy
of the report.

C) Creation of tests:
The Union will provide the County with a list of concerns
where members report problems with the test and
suggestions for revisions. The County agrees to study and
respond to the Union's repaort.

5.7. Budget ltem:
Starting FY 2001-2002, a line item for each budget will be
included in the County Budget that represents the cost of
budgeted extra help usage.

»>—

6—Department/Agency-Meetings:

a)—Atthe-requestofthe Union;-ajointmeeting-conducted-with
Unien-representatives,; Department—representatives—and
representatives-of-the-Employees-Services-Ageney (ESA)
when-a-County-departiment/agency-significaptly-exceeds
extra-help-targets—ESA-will-prepare-areportthat-includes
a-review-of the-meetingthe-reasons-the-extra-help-target
was—exceeded—and—any—plans—er—recommendations—to
reduce—extra—help-use-if-appropriate—The—report-will-be
provided-to-the-County-Executive-and-copied-to-Union:

bla) Greate-a-centralized-oversight commitiee-to-meet-4-times
per-yearto-ensure-that-progress-is-made-on-pathways-te
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parmananpcy-and-lo-monilorusage:
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Union Package Proposal 6/23/23

SEIU Local 521 Path to Permanency Side Letter Proposal

Path to Permanency for Extra-Help Employees
Effective as of [the first day of the term of the MOA]:
A. Intent

The County and the Union will jointly seek approval from the Personnel Board and Board of Supervisors
for the County to revise Merit System Rules in order to efficiently and effectively fill vacant positions
throughout the County in SEIU 521 represented positions. The parties agree that on or after July 1, 2024,
the County will only use Extra-Help employees on an intermittent, tempora;*y basis in order to augment
staffing needs caused by, but not limited to, increased census, leaves of absence, vacant positions, sick
leave and increased acuity. The County may not use Extra-Help employees to avoid hiring employees in
permanent status or to circumvent the denial of departmental requests to fill vacancies; provide and
facilitate eligible Extra-Help workers represented by SEIU 521 to move into full time coded positions and
reduce the usage of Extra Help in lieu of permanent coded positions, pursuant to Appendix L of this
agreement.

B. Remedies:

Violations of this side letter can be appealed through the grievance and arbitration procedure under
Article 19 of the MOA. An arbitrator’s factual findings will be binding on the parties. For violations of this
side letter, an arbitrator may order the County to implement appropriate affirmative remedies, including
monetary relief. An arbitrator may not order relief that is inconsistent with, or interferes with, the
authority reserved by the Charter to the County Administrative Officer, the Board of Supervisors, or the
Personnel Board. Under this paragraph, an arbitrator may make an advisory recommendation to the
County Administrative Officer or Personne! Board on matters that are beyond the scope of an arbitrator’s
authority.

C. Expedited Hiring:

The parties are entering into this side letter to identify and set in motion, to the extent permissible under
the County of Santa Clara Charter and Merit System Rules, expedited selection processes to address the
County’s current vacancy rate in permanent classified positions and reliance on Extra-Help and other
categories of temporary employees. Given the significant number of vacancies, expected retirements, and
reliance on overtime, registry workers and temporary employees, the parties recognize the urgency to
make changes to the County’s hiring processes in order to best deliver critical services to the public.

First, the Department of Human Resources is committed to using existing tools and resources to
streamline County hiring processes, including:



e Eliminating unnecessary administrative approvals for a position request to fill (RTF);

e Expanding the use of online on-demand exams and continuous class-based testing;

¢ Modifying or adopting new screening and assessment tools to evaluate applicants for entry-level
and promotional exams, including but not limited to increased use for oral examinations and
revising the examination questions that are a barrier to hire efficiently at this time; and

e Streamlining hiring selection and approval processes to deliver qualified candidates to
departments more quickly, including ensuring that Departments hire staff from eligible lists within
a time certain.

Second, the parties recognize that the Personnel Board has the legal authority to establish examination
and appointment rules, and many of those rules must either be amended, updated or rescinded to provide
a merit-based system that better serves applicants, County employees and departments.

To that end, the ESA Director will seek appropriate Merit System Rule amendments to allow the County
to fill vacant permanent positions more rapidly, including amendments that will make it easier for Extra-
Help and other temporary employees to seek permanent classified appointments and that shall give such
applicants expedited and/or priority consideration.

In order to address these issues, the parties agree to convene a joint committee with no more than ten
(10) members each from the Union and the County. For the life of the 2023-2026 MOA, the parties shall
convene meetings every other month beginning on or about August 1, 2023, but not later than October
1, 2023. Any violation of the dates to convene the committee shall be subject to the grievance procedure.
Paid release time shall be provided to the County employees who participate in the joint committee on
behalf of the Union. The Union and the County shall jointly seek Board of Supervisors and/or Personnel
Board approval, as applicable, of proposed amendments to the Merit System Rules that aim to expedite
the hiring process and pave the pathway to permanency for Extra-Help and other temporary employees.

Nothing in this side letter shall prevent either party from proposing rule changes, making
recommendations, or taking other actions at the Personnel Board outside of the process set forth in this
side letter to streamline County hiring processes.



